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NASA’S EQUAL OPPORTUNITY PROGRAM
W E D N E SD A Y , M A R C H  13 , 19 74

I I ov se  of  R ep re se nta ti ves ,
C iv il  R ig hts  an d C onst it uti onal R ig hts  

S ub co mmitte e o r  t h e  C om m it te e  on t h e  J ud icia ry .
TFasZu7?j7/0w, D.C.

The subcommittee met, pursuan t to notice, at If )  a.m., in room 2237, 
Rayburn House Office Building, Hon. Hon Edw ards  [chairman of the 
subcommittee] presiding.

Present: Representat ives Edwards, Wiggins , and McClory’.
Also present: Alan A. Parker, counsel; Ruth  (). Robinson, assist

ant counsel; and Michael W. Blommer, associate counsel.
Mr. Edwards. The  subcommittee, will come to  order. This morning 

we will commence overs ight hearings  on NASA’s equal opportuni ty 
program. Although recent events have focused attention on the agency's 
equal opportuni ty commitments, we are not here to review any indi
vidual case that is pending liefore an administrat ive or judicial forum, 
rath er we wish to review NASA’s equal opportuni ty program in con
junction  with the responsibility  of nationa l organizations dedicated 
to equal opportuni ty, the Office of Eederal C ontrac t Compliance of the 
Department of Labor, and the Office of Eederal Equal Employment 
Oppo rtuni ty of the Civil Service Commission: representatives of  the  
latt er two agencies will be appearing  before the subcommittee at a 
later  date.

Concern for equal opportuni ty continues to flourish, and the sub
committee is pleased to be receiving written  statements for the rec
ord from the Federally Employed Women, the Federa l Organization 
of Professional Women, and several o ther individuals known to have 
interest in Federal equal opportunity. [See app. 1 at p. 201.]

Test ifying this morning will be representa tives of national civil 
right s and labor organizations long known for  thei r efforts in securing 
equal access to the Nation's resources on behalf of all citizens. Each of 
the witnesses’ organiza tions is to be congratulated for high profes
sional and continued efforts on behalf of persons often disenfranchised 
bv American society.

Appearing this  morning, in alphabetical  order, will be Mr. Manuel 
I). Fierro, executive directo r of Raza Association of Spanish Surnamed 
Americans; Mr. Fier ro is not here yet. Mr. Roy Johnson , president of 
Government Employees United  Agains t Racial Discr imination: Mr. 
Thomas Mitchell, Employment Task Force. Leadership Conference 
on Civil Rights;  and Ms. Gayla Deepe Salinas, chairperson. National 
Employment/Compliance Task Force, National Organization of 
Women; and Mr. Brown from the Urban Leagrue.

Mr. Brown, we are delighted to have you here. Will you proceed.
(1)
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TESTIMONY OF RONALD H. BROWN, DIRECTOR, WASHINGTON
BUREAU, URBAN LEAGUE LEADER SHIP CONFERENCE FOR CIVIL
RIGH TS

Mr. Brown. Thai ik you. Good morning, Mr. Chairman, my name is lio nald II. Brown, I'm  the director of the Washington Bureau of the National I Jrban League. With me here this morning is Mr. Thomas Mitchell, my deputy d irecto r at  the Washington Bureau. Mr. Mitchell has also been keenly active with the Employment Task Force of the Leadership (i nfe ren ce  for Civil Bights.
My testimony here today is presented on behalf  of the National Urban League as well as the Employment Task Force of the Com

pliance and Enforcement Committee of the Leadership Conference on Civil Bights.
The National Urban League wag founded in 1910, and now operates through 102 local Urban  League affiliates spread across the  length and breadth of the Nation. The leadership conference is a coalition of over 135 national organizations, and is now in its 25th year of operation.
The management o f NASA's equal opportun ity program has caused great concern among the  members of the Employment Task Force at the Leadership Conference, as well as among members of the Civil 

Bights community at large. One concern centers on the plight of Ruth Bates Harris  and her coworkers following the submission to the NASA 
Adm inist rator of thei r report which was high ly critica l of NASA's E E () performance, and the direction which it was taking.

The termination of Ms. Ha rri s’ appointment as Deputy Assistant  Administ rator  for equal oppor tunity programs; the tran sfe r of one coworker within the agency, and an apparent ultimatum directed at 
another all appeared  to be ra ther  heavy-handed responses to criticism. Tha t is especially true in light of NASA's inabil ity to get its EEO program otf the launching pad.

It might have been much more beneficial fo r NASA and the Administrator had he attempted to resolve whatever differences of opinion there might have been within the equal opportunity program. As it happened, the Administra tor's decision to terminate Ms. Harris  must have had a chilling effect on fu ture  forth righ t expressions of opinions 
bv EEO professionals not only at NASA, but throughout the Federal Government. NASA's Administrator, Dr. James Fletcher, must have 
realized the chilling effect of his actions because he issued a memorandum to all NASA employees in earlv November urging them to com
municate their ideas and opinion to him without fear of reprisal.Tn light of the circumstances surrounding Ms. Ha rri s’ departure  fmm NASA. T think  if will be a long time before NASA employees 
will venture opinions tha t deviate from what they thin k the NASA 
Administrator wants to hear.

Tn testimony before the Senate Committee on Aeronautical and Space Sciences on October 30, 1973. the NASA Administ rator  stated 
that  Ms. Harris  has been a decisive force in the  NASA equal opportuni ty program.

T would like to convey to you the consternation caused bv these 
accusations among the many members of the task force, the many 
individuals who have worked with Ms. Harris  over the years. They know that  Ruth Harris  has proven herself time and time again to be
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a skilled, competent, and professional administrator, especially in the  
area of equal rights. Her  reputation  for tact  and diplomacy is com
mon knowledge to her  many friends engaged in the civil rights effort.

It  is thei r conclusion and mine th at Ruth Harris  was tired for her 
effort to get the seemingly s tagnated NASA equal opportuni ty pro
gram moving by identifying the root causes for past failu re in her 
ill-fated report to Dr. Fletcher.

What are the dimensions of NASA’s failure? The most prominent 
failure is the incredibly low percentage of full-time minor ity em
ployees of NASA. Published statist ics show NASA’s minority em
ployees have constituted from 4.1 percent of all full-time employees 
in 1966 to a meager 5.2 percent in 1972. I understand that as of Novem
ber of 1973 that figure was up to 5.8 percent.

Although the statistic s do show a modest trend in the righ t direc
tion. the percentage is sti ll incredibly low. In 1972 the Civil Service 

j  Commission reported that the next worst agency of significant size,
was the Atomic Energy Commission with 12.6 percent of its full- 
time employees in the minority categories of black, Spanish surnamed, 
American Indian, and Oriental . The Civil Service Commission also

• reported a t t hat  t ime that 20 percent of all full-time Federal employ
ees were minorities in 1972.

The NASA picture  gets worse when the Washington  headquarters 
is eliminated. For example, only 4.7 percent of NASA’s full-time em
ployees at its various installat ions around the country were minorities  
in 1972, rather  than  the 5.2 percent reported overall, including the 
Washing ton headquarters. We should really ask if the field in stall a
tions could have done better ? A detailed examination of each of these 
installations would be impossible in the time allocated, but perhaps 
we could take a brief look at one example.

The Lewis Research Center in Cleveland, Ohio, had 3,803 full-time 
employees in 1972. Of tha t number 4.4 percent were minorities. The 
Civil Service Commission sta tistics for that  year show that 32.4 pe r
cent of the  nearly 20,000 full-time Federal employees in the Cleveland 
SMS A were minority employees.

Of course, there  may be reasons for this 28 percent gap between 
NASA’s m inority  employment and the overall Federa l minor ity em
ployment in Cleveland, but it is for NASA to explain. 1 would urge 
this subcommittee to require NASA to provide a detai led explanation 
of its minority employment record at each of its installations th rough
out the country, so tha t the prospects for the future may be better 
evaluated.

Another aspect of the NASA equal opportuni ty program which 
w should be closely scrutin ized by this subcommittee is NAS A’s decen

tralized reporting  system whereby FIFO personnel at the field instal
lations report  to the instal lation  administrator, rather  than  directly  
to the  Equal Opportunity  p rogram administ rator at NASA's Wash
ington headquarters.

It is one of the practices which was sharply  criticized by Ms. Har ris  
and her coworkers. Without  disrupting what NASA believes to be 
an effective management repo rting  procedure, some means should be 
found to provide grea ter direction from the headquarters Equal 
Opportun ity Adm inist rator with regard to the field installation  equal 
oppor tunity programs and the hir ing of field EEO staff members. Some
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sort of parallel management system should and could be worked out because of the inherent difficulty in implementing changes which run counter to longstanding attitudes  and practices.
Such direct repor ting to headquarters  from subordinate, field ins tallation staff members is not unprecedented in NASA. The improvement of equal opp ortun ity in NASA involves similarities to non-EE C areas such as financial and quality  control in th at the NA SA Administ rator  should have nearly first-hand information to insure effective management.
Senator William Proxmire has urged that NASA 's equal opportunity  program staff be doubled. This  is a commendable recommendation. At least as important as an adequate staff, however, is the p roper 

atti tude on the part of NASA’s headquarters and field installation administrators. Without the p roper  commitment to results by key adminis trators, any equal opportunity staff will be f rust rated. Toward this  end, NASA should adopt a specific plan  of action for each field insta llation to measure the performance  of key administrators.
I am sure tha t there are many things which th is subcommittee can do to improve NASA’s performance in minority emplovment. I urge you to take the strongest possible action to remedy NASA's intole rab le failure to respond to the moral and legal necessities of our times. The Federal Government must lead the way in the area of equal employment oppor tunity for all of its citizens if the injustices of centuries are. to be corrected.
Congress must remain steadfast in its determination to b ring about justice for all. It  is our hope that your intensive review of NASA’s equal opportuni ty program will prom pt that agency to solve its minority employment problems with the same imagination, determination, and success which it demonstrated in meeting the challenge of Sputnik by making America preeminent in space.
Thank you very much.
Mr. Edwards. Than k you very much, Mr. Brown, for your excellent statement.
[The prepared statement of Ronald IT. Brown follows:]

Sta tem en t  of  R onald TI . B ro w n . D irecto r. W a sh in g to n  B urea u . N at io na l
U rb an  L ea gue , in  B e h a lf  of  t h e  N at io na l U rban  T ea gu e an d t h e  E mpl oy 

m e n t  T a sk  F orce, L ea d er sh ip  Conf er en ce on N A SA 's E qu al O pp ortu nit y  
P rogram

Mr. C ha irm an  an d mem be rs  of th is  subc om mitt ee , my  nam e is  Ron ald TI. 
Bro w n.  I am  th e D ir ecto r of  th e  W as hi ng to n B ure au  of  th e  N at io na l U rb an  
Lea gu e,  In c.  My te st im on y to da y is pre se nt ed  in  beh al f of  th e  N at io na l U rb an  Lea gu e an d th e  Em pl oy m en t T as k For ce  of  tlm  Com pl ian ce  an d Enf or ce m en t Com m itt ee  o f t he  L ea de rs hi p Con fe renc e on Civi l R ig ht s.

The  N at io nal  U rb an  Le ag ue . In c. , is  an  in te rr ac ia l no np ro fit , an d nonpart is an  co m m un ity  se rv ice org an iz at io n whi ch  us es  ac ce pt ed  pra ct ic es  an d pr in cipl es  of  so cial  work,  econo mics,  law  an d o th er  di sc ip line s to  se cu re  eq ua l op po rtunity 
in  al l se ct or s of  ou r so ciety fo r bl ac k Am er ic an s an d o th er m in or it ie s.  D uring  it s 63 -y ea r hi st or y,  th e  N at io nal  U rb an  Le ag ue  has  gr ow n to  includ e 102 loc al af fi lia tes th ro ughout th e  c ou nt ry .

The  L ea de rs hip  Con fe renc e is a  co al it io n of  m or e th an  135 nat io nal  org ani za tion s,  of  which  th e  N at io nal  U rb an  Lea gu e is  one . uni te d in  su nnor t of  im pr ov em en ts  in civ il ri ghts . Thi s y ear m ar ks th e  25tli th a t th e  Con fe renc e has  
been w or ki ng  to  ad va nc e th e  ca use s of  eq ua li ty . The  Con fe renc e per fo rm s mu ch  
of i t s  wor k th ro ug h tw o co mm itt ee s,  one de al in g w ith le gis la tion  an d th e oth er  w ith  co mpl ianc e an d en fo rc em en t. The  Co mpl ian ce  an d E nfo rc em en t Co mmitt ee  
is fu r th e r su bd iv ided  in to  ta sk  fo rc es  de al in g w ith  spe cif ic is su e are as such  as  
em ploy men t, ho us ing,  ed uc at io n,  an d hea lth . As T pr ev io us lv  in di ca te d,  th is  te st im on y is  bein g p re se nt ed  on beh al f of  th e Em pl oy m en t T as k F or ce .
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Tl ie m an ag em en t of  NA SA ’s E qual  Opp or tuni ty  P ro gra m  lia s ca us ed  g re a t con
ce rn  am on g th e mem be rs  of  th e Em pl oy m en t T as k For ce  of  th e Lea der sh ip  Co n
fe re nc e.  One co nc ern ce nte rs  on  th e p li ght of  R u th  B at es  H arr is  an d her  co
w or ke rs . fo llo wing th e su bm ission  to  th e NA SA  A dm in is tr a to r of  th e ir  re port  
which  w as  high ly  cr it ic al of  NA SA ’s EEO  pe rf orm an ce  an d th e  di re ct io n which  
it  was  ta ki ng . T he  t er m in ati on  of  Mrs.  H a rr is 's  ap po in tm en t as  D ep ut y A ss is ta n t 
A dm in is tr a to r fo r Equal  O ppor tu ni ty  Pro gra m s,  th e  tr a n sfe r of one co -w orke r 
w ith in  th e ag en cy , an d an  appare n t u lt im atu m  dir ec te d a t ano th er to  ac ce pt  th e 
le ad ers hip  of NASA su per vis ors  of  wh om  th e re port  w as  cri ti ca l or  re ques t 
a tr a n sfe r al l appear to  he ra th e r  he av y- ha nd ed  re sp on se s to  cr it ic is m . T h a t is 
espe cial ly  tr u e  in  li ght of  NA SA ’s in ab il it y  to get  it s EE O pr ogra m  off of  th e  
la un ch in g pa d.

I t  m ig ht  ha ve  been  mu ch  m or e be ne fic ial  fo r NA SA  had  th e  A dm in is tr a to r 
a tt em pte d  to  re so lve w hat ev er  di ffer en ce s of  op in ion th ere  m ig ht ha ve  been 
w ith in  th e Equal  O pp ortun ity  Pro gr am . As it  ha pp en ed , th e  A dm in is tr a to r' s de 
cisio n to  te rm in ate  Mr s. H a rr is ’s a ppoin tm en t m us t ha ve  had  a ch il ling  ef fect  on  
fu tu re , fo rt h ri g h t ex pr es sion s of op inion by EEO  pro fe ss io na ls  not on ly a t NA SA  
bu t th ro ughout th e F edera l go ve rn m en t. NA SA ’s A dm in is tr at or,  Dr. .Tames 
Fle tc he r,  m us t ha ve  re al iz ed  th e ch il ling  eff ec t of  hi s ac tions be ca us e he  is su ed  
a m em or an du m  to  a ll  NA SA  em ploy ee s in  ear ly  Nov em be r urg in g th em  to  com 
m un ic at e th e ir  id ea s an d op in ions  to  him  w itho ut fe a r of  re pri sa l.  In  li ght of  th e  
ci rc um st an ce s su rr oundin g  Mr s. H a rr is ’s depart u re  from  NA SA . I th in k  it  wi ll 
be a long  tim e be fo re  NA SA  em ploy ees will  ven tu re  op in io ns  th a t dev ia te  fr om  
w hat  t he y th in k  th e NASA A dm in is tr a to r w an ts  to  h ea r.

In  te st im on y be fo re  th e Sen at e Com mitt ee  on A er on au tica l an d Sp ac e Sc ien ces 
on Octob er  30. 1073, th e  NAS A A dm in is tr a to r st a te d  th a t Mr s. H arr is  ha d bee n 
a  d iv is iv e fo rc e in  th e NASA Equal  O pportuni ty  Pro gr am . I w ant to  con vey to  yo u 
th e const er nat io n  ca us ed  by th es e ac cu sa tions  am on g th e  m an y mem be rs  of th e 
ta sk  fo rc e who  ha ve  kn ow n an d wor ke d w ith Mrs.  H arr is  ov er  th e ye ar s.  Th ey  
kn ow  th a t R u th  H a rr is  lia s prov en  her se lf  tim e an d tim e ag ain  to  he  a sk ill ed , 
co mpe tent  an d pr of es si on al  adm in is tr a to r,  es pe ci al ly  in  th e  a re a  of  eq ua l ri ghts . 
H er re pu ta ti on  fo r ta c t an d diplom ac y is  comm on kn ow led ge  to her  m an y fr ie nds 
en ga ge d in th e c ivi l ri g h ts  ef fo rt.

I t is th e ir  co nc lusion  th a t R uth  H a rr is  w as  fired  fo r her  ef fo rt  to  g et  th e  s ee m
ingly st agnate d  NA SA Equa l O pp ortun ity P ro gra m  mov ing by id en ti fy in g th e 
ro ot  ca us es  fo r past  fa il u re  in  her  il l- fa te d re port  to  Dr . Fle tc he r.

W hat  are  th e  dim en sion s of  NA SA ’s fa il u re ?  Th e m os t p ro m in en t fa il u re  is 
in  th e  in cr ed ib ly  low  per ce nta ge of  fu ll -t im e m in or ity  em ploy ee s of  NAS A. Pub 
lish ed  st a ti st ic s show  NA SA ’s m in ori ty  em ploy ees ha ve  co nst it u te d  from  4.1% 
of  al l fu ll -t im e em ploy ees in  1966 to  5.2% in  1972. I unders ta nd  th a t th is  fig ure 
was  up  to  5.8%  as  of la st  No vemb er.  A lth ou gh  th e st a ti s ti c s  show  a mod es t tr end  
in th e ri gh t di re ct io n,  th e  pe rc en ta ge  is  st il l ab ys m al ly  low . In  1972 th e  Civ il 
Se rv ice Co mmiss ion re port ed  th a t th e  nex t w ors t ag en cy  of sign if ic an t siz e was  
th e At om ic Ener gy Co mm iss ion  w ith 12.6% of  it s  fu ll -t im e em ploy ee s in  th e 
m in or ity  ca te go ries  of  blac k.  Spa ni sh  su rn am ed . Am er ic an  In dia n , an d O rien ta l.  
The  Civil  Se rv ice Co mm iss ion  al so  re port ed  th a t 29% of  al l fu ll -t im e F ed er al  
em ploy ees were m in ori ti es  i n 1972.

Th e NA SA  pic tu re  g et s wor se  wh en  th e W as hi ng to n headquart ers  i s el im in at ed . 
F or ex am pl e,  on ly 4.7% of  N AS A’s f ull -t im e em ploy ees a t it s var io us in s ta ll a ti ons 
ar ound th e  c ou nt ry  w er e m in ori ti es  in  1972 ra th e r th an  th e 5.2% re port ed  ov eral l 
in cl ud in g th e W as hin gto n hea dquart ers . Co uld  th e field in s ta ll a ti ons ha ve  do ne  
bet te r?  A det ai le d  ex am in at io n of  e ac h one co uld no t be  u ndert aken  in  th e lim ited  
tim e avai la ble  to  us,  bu t perh ap s we co uld loo k br iefly  a t on e ex am ple.

The  Le wi s R es ea rc h Cen te r in  Cl ev elan d,  Ohio, ha d 3.893  fu ll -t im e em ploy ees 
in  1972. Of  th a t nu mbe r. 4.4% w er e m in or it ie s.  Th e Civ il Se rv ice Co mm iss ion  
s ta ti st ic s fo r th a t yea r show  th a t 32 .4%  of  th e  nea rl y  29,099 fu ll -t im e F ed er al  
em ploy ee s in  th e  Cleve land  SMSA wer e m in ori ty  em ploy ees. Of co ur se , th ere  
may  be re as on s fo r th e  28% gap  be tw ee n NA SA 's m in or ity em pl oy men t an d 
th e ov er al l F ed er al  m in ori ty  em pl oy m en t in  Cl ev elan d,  bu t th a t is  fo r NA SA 
to  ex pl ai n.  I ur ge  th is  su bc om m itt ee  to  re qu ir e  NA SA  to  pr ov id e a det ai le d  
ex pl an at io n'  of  it s m in ori ty  em pl oy m en t re co rd  a t ea ch  of  it s in s ta ll a ti ons 
th ro ughout th e  co un tr y so th a t th e  pro sp ec ts  fo r th e fu tu re  may  be  be tt er 
ev al ua te d.

A no th er  asp ec t of  th e  NA SA Equ al  O pp ortun ity  P ro gra m  which  sh ou ld  be 
clo se ly sc ru tini ze d by th is  su bc om m itt ee  is  NA SA ’s dec en tr al iz ed  re port in g  
sy stem  w he re by  EE O pe rs on ne l a t  th e  field  in s ta ll a ti ons re port  to  th e in s ta ll a ti on



ad m in is tr a to r ra th e r th an  di re ct ly  to  th e  E qual  O ppo rtunity  P ro gra m  ad m in is 
tr a to r  a t  NA SA ’s W as hi ng to n H eadquart ers . I t is one of  th e pr ac ti ce s wh ich  
was  sh ar ply  cr it ic iz ed  by  Mrs.  H arr is  an d her  co -w orke rs . W ithout un du ly  
d is ru p ti ng  w hat NA SA be lie ve s to  he an  ef fecti ve  m an ag em en t re port in g  proce
du re , som e m ea ns  sh ou ld  be  fo un d to  pro vi de  g re a te r d ir ec tion  from  th e hea d
q uart e rs  Equa l O pp or tu ni ty  A dm in is tr a to r w ith re gar d to  th e field in st a ll a ti on  
E qual  O pp or tu ni ty  Pro gr am s an d th e h ir in g  of  field  EE O st af f mem be rs.  Some 
so rt  of par all e l m an ag em en t sy stem  sh ou ld  be wor ke d out be ca us e of  th e  in her en t 
dif fic ul ty in  im pl em en ting  ch an ge s which  ru n  co unte r to  lo ngst an din g a tt it udes.  
Su ch  d ir ect re port in g  to headquart ers  from  su bord in at e tie ld in st a ll a ti on  st af f 
mem be rs  is no t un pre ce de nt ed  in  NAS A. The  im pr ov em en t of  eq ua l op po rtun ity 
in  NASA invo lv es  si m il ari ti es to  no n-EE O are as su ch  as  fina nc ia l an d qual ity  
co nt ro l in  th a t th e  N ASA A dm in is tr a to r sh ou ld  h av e nea rl y  fi rs th an d in fo rm at io n 
to  e ns ur e ef fect ive man ag em en t.

Sen at or  W il liam  l ’roxm ire has  ur ge d th a t NA SA ’s E qua l O pjio rtun ity Pro gr am  
st af f be do ub led . Thi s is  a co mmen da ble reco m men da tio n.  A t le ast  as im port an t 
as  an  adeq uat e staf f, ho wev er , is  th e  pro per  a tt it u d e  on th e p a r t of  NA SA ’s 
headquart ers  and field in st a ll a ti on  adm in is tr a to rs . W it hout th e  pr oper  co mmit
m en t to  re su lt s by ke y adm in is tr a to rs , any  eq ua l opport unity  st af f w ill  be fr u s
tr a te d . T ow ar d th is  en d, NA SA sh ou ld  adop t a spe cif ic pla n of  ac tion  fo r each 
fie ld in st a ll a ti on  to  m ea su re  th e  pe rf orm an ce  of  ke y adm in is tr a to rs .

I am  su re  th a t th ere  a re  m an y th in gs which  th is  su bc om m it te e ca n do to 
im prov e NA SA ’s pe rf or m an ce  in  m in ori ty  em ploy men t. I urg e you to ta ke  the 
st ro ng es t ac tion  po ss ible to  rem ed y NAS A's in to le ra ble  fa il u re  to  re sp on d to  the 
m or al  an d le ga l ne ce ss iti es  of  ou r tim es . Th e F edera l gov er nm en t m us t lead  
th e way  in  th e  a re a  of  eq ua l opport unity  fo r a ll  of  it s ci tize ns  if  th e  in ju st ic es  
o f  ce ntu ri es  are  to  be co rrec ted.  Con gres s m us t re m ai n st ead fa st  in it s d e te r
m in at io n to  b ri ng  ab out econom ic ju st ic e  fo r al l. The  in ad equate  pe rf or m an ce  
of  NA SA to  da te  is w or th  you r mos t earn est  at te n ti on . I t  is  our ho pe  th a t yo ur  
in te ns iv e re vi ew  of  NA SA ’s Equ al  O ppo rtuni ty  Pro gra m  will  pr om pt  th a t ag en cy  
to  s olv e it s  m in or ity em ploy men t pr ob lems w ith th e sa m e im ag in at io n,  det er m in a
tio n.  an d su cc es s it  dem onst ra te d  in  m ee ting  th e ch al leng e of  Spu tn ik  by mak in g 
Amer ica pre em in en t in  s pace.

Than k you fo r per m it ti ng  me t o de live r th es e c om men ts.

Mr.  E dwards. Miss Sa lin as,  if  you  would  proceed.

TESTIMONY OF GA YEA DEEPE  SALINAS, CHAIRPERSON, NATIONAL
EMPLOYMENT-COMPLIANCE TASK FORCE, NATIONAL ORGANI
ZATION FOR WOMEN

Ms. S alinas . Th an k you. M r. Ch air man . T he  N at ion al  O rgan izat ion 
fo r Wo men appre cia tes  the op po rtu ni ty  to exp ress ou r concern s to 
the  subcom mit tee abo ut NASA ’s lack of com mitment to  civil  rig ht s 
as well as the ineffectiveness o f the  Civil  S erv ice  Com miss ion in moni
to rin g an d en forcing  NASA ’s res ponsibi liti es in th is  im po rtan t area .

T am Gayla  Deepe Sa lin as,  member of  the  NO W Nat iona l Com 
plianc e T ask F orc e.

NO W is a na tio na l civil rig ht s organiza tio n with ove r 650 chap ter s 
in all 50 St ates  wo rking  to pro mo te equal op po rtun ity  fo r women. 
A fo un ding  purp ose  o f NO W is  the  elimi na tio n of  sex discrim ina tio n 
in emplo ym ent th roug h firm enfor ceme nt of law s gra nt in g us basic  
righ ts  an d equal op po rtu ni ty  t o contr ibute  to the  economic life of  the  
Na tion. One  prog ram which is essent ial to  th is  goal is the Fe de ral 
equal employment  o pp or tuni ty  program .

NO W's mon ito rin g of  the prog ram has led us to conclude th at  its 
in tent  an d purpo se are  no t be ing  ca rri ed  out in good  fa ith,  an d in 
some cases, are being grossly  viola ted . B ecause of th is,  N OW ’s na tio na l 
pres iden t and othe r NO W l ead ers  me t with  t he  Dire ctor  of  the  Office 
of Fe de ral Eq ua l Em plo ym ent Opp or tu ni ty  o f the U.S. Civil  Service  
Com mission  on Ju ne  8, 1973, to  ou tline  ou r concern s an d sugges tion s.



We were assured tha t the Civil Service Commission would intervene 
in the program of any agency which was not being effectively 
administered.

The National Aeronautical and Space Administration  seemed to 
us to he one agency which was grossly negligent in assuring equal 
oppor tunities for women and minorities. NASA is a very visible 
agency, given front-page news coverage across this country  every 
time a space launch occurs. This  public exposure gives the Federal 
Government an excellent opportunity to set examples in employment 
practices and leadership roles. The astronaut is the 1970’s symbol of 
American achievement and pride, but the only astronauts we ever see 
are white males. Fu rthe r, the  NASA employment statistics reveal t ha t 
women and minorities at NASA are excluded from the  other jobs that  
make the space program  go. In fact. NASA has the worst EEO profile 
in the Federa l Government. For  all these reasons, NOW leadership 
felt compelled to express our concerns directlv  to NASA Adminis
tra tor Fletcher. The meet ing took place November 29, 1973.

Our purpose in th is meeting was to urge NASA to recognize tha t 
the demonstra ted ineffectiveness of its equal employment opportunity  
program was a crisis as significant as any malfunctioning in other 
NASA projects.

I)r. Fletcher agreed that the E EO  program at NASA has not func
tioned effectively; yet when asked what positive measures are being 
taken to  remedy th is, he could only say th at they are working on goals 
and timetables. He also said tha t he did not know the prio rity  of 
civil righ ts among NASA programs and was not aware that women 
in the scientific fields at NASA are not promoted beyond the GS 
13-14 plateau.

This does not appear to be committed action, to equal opportunities  
in spite of all the rhetoric which has been generated from fhe office 
of the Administrator. If  an essential NASA program is an admitted 
failure, the A dministr ator  should insist that its prio rity be number one. 
The small proposals for change outlined in Fletcher’s November 2 
letter to all employees are not enough for catching up. Dynamic, 
perhaps even dramat ic, measures are needed.

NOW’s President  and other leaders also questioned Dr. Dudley 
McConnell’s qualifications as head of the  E EO  program. Dr. McCon
nell is a NASA trained physicist who is said  also to possess manage
ment skills. Witli these talents, he should be qualified to manage a 
scientific endeavor within NASA. But he was instead asked to head 
up the EE O program.

Dr. McConnell is alleged to have some experience in social action 
and civil right s according to his resume. Yet none of tha t experience 
was connected with women’s rights. Indeed, there is reason to believe 
Dr. McConnell is an insensitive sexist. For example. Dr. McConnell 
indicated he was not aware tha t ringing a d inner bell to summon his 
secretary might be offensive.

Both Dr. McConnell and Adm inis trato r Fletcher acknowledge Dr. 
McConnell’s lack of awareness of women's issues, but both say he 
is learning. Aside from a token contact with NOW less than a week 
ago, Dr. McConnell has not demonstra ted to us that he has taken 
any steps to furth er his “education”.
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Why would the EEO program at NASA, already in a crisis state, 
have to suffer from having as its director someone tra ined  in physics 
and unqualified in EEO  when a science program a t NASA would not 
have to suffer from having  as its directo r someone tr ained in sociol
ogy, for instance, and unqualified in the science field? Why should 
women have to deal with someone as leader of tho EE O program who 
NASA management admits has trouble dealing with women as equal 
and who sees himself as st ill learning?  Can the Federal Government 
afford trainees at the salary of an exempted position ?

Hir ing  Dr. McConnell as Assistant Adm inis trato r does not sound 
like a dynamic or dramatic measure for improving the effectiveness 
of the EE O program at  NASA.

NOW is also concerned about the lack of women and minorities 
in the space program and remarks made by NASA officials about 
women's place in that program.

As I indicated earlier, we feel tha t there is a special need to have 
women and minorities in the space program because the role of a stro
nauts is especially important to the pioneer spir it of America and 
in making impor tant space discoveries. This causes many young people <
of this countrv to look up to the astronauts as heroes. Yet the majority 
of people, who are women and minorities, find it hard to relate to 
what seems to be an exclusive role of white males as an inspiration 
for thei r own lifestyles. As Ruth Bates Ha rris said, “Fo r millions 
of children around the world, the majority of whom are female and 
of darker races, the adverse effects of exclusion, and the colonization 
of the moon with all-white  males could have a sha tter ing  effect on 
generations yet unborn.”

Perhaps even more important than the “giant step for mankind” 
with man’s first step on the moon, would lx* a giant step for  personkind 
with the partic ipation of women and minorities in the  exploration of 
space.

A lack of positive measures to put women in space has been, furth er 
repressed by public statements ten ding to reinforce trad itional  notions 
about women which keep so many of us from leadership roles. We of 
NOW expressed to Dr. F letcher our concerns about statements  such as 
those made bv former as tronaut, James Lovell, and NASA physician,
Dr. Chari es Berry, which imply tha t women would be needed in space 
to relieve sexual tensions and for housekeeping chores.

Whether intended in this context or not, the press picked up these 
comments and we felt it essential th at a public statement be made by 
the Administrator making it c lear th at NASA did not regard women 
in this light at all. Dr. Fletcher refused to do tins. -Lack of aggressive recruitment of women and minorities  for the 
astronaut program and refusal to dispel impressions about women's 
role in space do not sound to us like firm commitment to equal 
opportuni ties. »

NOW’s conclusion from the meeting with Drs. Fletcher  and Mc
Connell is that NASA is not trul y committed to equal opportunities  
or to enforcing civil rights laws. I t is our opinion tha t NASA’s EE O 
program cannot work effectively unless it is made accountable to per 
sons outside the agency and unless its budget appropria tions  depend 
on compliance with the  law.
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As it is now, the KEO office at NASA, as well as all other  Gov
ernment agencies, is caugh t in an inherent ambivalance. On the 
one hand, if the EEO office acts in favor of the employees, agency 
management suspects it  of disloyalty. If,  on the other hand, the  EEO 
office acts in favor  of the agency, the employees suspect it of being 
bedfellows with agency management.

The Civil Service Commission maintains that it is best for the  
agency to have the first opportuni ty to examine complaints  and plan 
programs in the area of civil righ ts for its employees. While this 
philosophy may have some merit, i t does not permit resolution of dis 
putes by persons whose jobs are independent of the  management they 
are stand ing in judgment of.

It  is the opinion of the National Organization, for Women tha t 
civil righ ts functions throu ghou t the Federal  Government need to be 
reorganized. The key word to success of EEO  programs is accounta

bly bility.
The Federa l Government does not expect p riva te employees or local 

and State governments to regulate  themselves, t ha t is why the Equal 
. Employment Opportunity Commission lias been established. Yet the
* Federa l Government itsel f, specifically the  Civil Service Commission, 

has adopted regulations which rely on agencies such as NASA volun
tar ily  “working out” thei r noncompliance with the law. When gross 
injustices in civil rights are committed against dedicated civil servants, 
the Civil Service Commission does not step in. Instead , it s tands back 
and uses terms such as “being processed,” while the public stands back 
and uses terms such as “ rubber stamps.” NOW urges this committee to 
review the Civil Service Commission regulations to determine whether 
they provide a fair  process to the individual complainant. In  NOW’s 
opinion, they do not.

The NASA EE O program must be accountable to an agency which 
is judged on its success in getting NASA to comply and not judged 
on its success in g etting white men to the  moon. We suggest that  Con
gress consider developing legislation which would fac ilitate  and pro
mote closer scrutiny of Federal agencies’ employment practices. This 
could entail providing the Civil Service Commission with sanction 
powers; it could entail establishing a special arm of Congress. similar 
to the GAO: it could entail transferring to the EEOC’ title YII au
thority  over Federa l employment.

At a time when polls show the credibili ty of the governmental 
process at an all-time low, arc not NASA and the Civil Service Com
mission reinforcing the  public's  belief in Government ineffectiveness?

The entire Federa l equal employment opportunities program must
* be made accountable to women and minorities of this country. Wo 

of NOW question whether public funds can continue to go to agencies 
tha t so limit well over hal f of the U.S. population. Thank you.

Mr. Edwards. Thank you. Miss Salinas, we are looking forward to
* I)r. McConnell, who is one of our witnesses tomorrow.

[The prepared statement of the National Organization for Women 
follows;]

Statem ent of th e N ational  Organization for Women

Chai rman  Edwards  and Members of the  Subcommit tee, the  National  Organi
zatio n for  Women app rec iate s the opportu nity  to express our  concerns to the  
Subcommittee abo ut NASA’s lack of commitment to civil rig hts  as well as the



in ef fect iven es s of  th e  Civi l Se rv ice Co mm iss ion  in m on itori ng and en fo rc ing 
NA SA 's re sp on sibi li ties  in  th is  iin i>or tan t ar ea. I am  Gay la  De ep e Sal in as , mem 
be r of  th e  NOW N at io na l Com pl ian ce  T as k Fo rce.

NO W is a na tiona l civi l ri gh ts  org an iz at io n  w ith  ov er  650  C hap te rs  in  al l 50 
sl a te s w or ki ng  to  pr om ot e eq ua l oppor tu ni ty  fo r women. A fo un di ng  pu rp os e 
of  NO W is th e el im in at io n of sex dis cr im in at io n  in em pl oy m en t th ro ug h firm 
en fo rc em en t of  laws g ra n ti ng  us  ba si c ri gh ts  an d eq ual  opport unity  to co n
tr ib u te  to  th e econo mic li fe  of  th e  nat io n . On e pr og ra m  which  is es se nti al  to th is  
goa l is th e F ed er al  Equal  Em pl oy men t O pp ortun ity  Pro gra m .

NO W’s m on itor in g of  th e  pr og ra m  has  led  us  to  co nc lude  th a t it s in te n t an d 
pu rp os es  are  no t be ing  car ri ed  out  in good fa it h , an d in  some  ca se s,  a re  be ing  
gros sly  viol ated . Bec au se  of th is , NO W ’s nati onal pre si den t and o th er NOW 
le ad er s me t w ith  th e D irec to r of  th e Office of  F edera l E qual  Empl oy men t Op
port un it y  of  th e  F lu te d  S ta te s Ci vi l Se rv ice Co mmiss ion on Ju ne  8, 1973 to  
ou tl in e our co nc erns  an d su gg es tio ns . We were as su re d  th a t th e  Ci vi l Se rv ice 
Co mm iss ion  wo uld in te rv en e in  th e pr og ra m  of  an y ag en cy  which  w as  no t be ing 
ef fecti ve ly  ad m in is te re d.  •

T he N at io na l A er on au tica l an d Sp ac e A dm in is tr at io n seem ed  to  us  to  he  one 
ag ency  which  w as  gros sly  ne gl ig en t in  ass uri ng  eq ua l opport unit ie s fo r wo me n 
an d m in or it ie s.  NA SA is a ve ry  vi sibl e agency , give n fr ont-pag e co ve rage  ac ro ss  
th e co un try ev er yt im e a sp ac e la unch  oc curs.  Thi s pu bl ic  ex po su re  giv es  th e 
fe der al  go ve rn m en t an  ex ce llen t opport unity  to  se t ex am pl es  in  em ploy men t 
pr ac ti ce s and le ad ers hi p rol es.  The  a s tr o n au t is th e 1970’s symbo l of  Amer ican  
ac hi ev em en t an d pr id e,  bu t th e on ly  ast ro n au ts  we  ev er  see a re  w hi te  male s. 
F u rt her,  th e NAS A em pl oy men t st a ti st ic s re ve al  th a t wo men an d m in or it ie s a t 
NAS A are  ex clud ed  from  th e  o th e r jo bs  th a t m ak e th e sp ac e pr ogra m  go. In  
fa ct , NASA has th e w’or st  EEO  prof ile  in th e fe der al  go ve rn m en t. F or al l th es e 
reas on s, NOW le ad ers hip  fe lt  co mpe lle d to  ex pr es s our co nc er ns  d ir ec tly  to  
NAS A A dm in is tr a to r F le tc her . The  m ee ting  took  pl ac e Nov em be r 29, 1973.

O ur  pu rp os e in th is  m ee tin g w as  to  ur ge  NASA to  reco gn ize th a t th e demon 
st ra te d  inef fect iven es s of  it s  E qual  Em pl oy m en t O pp ortuni ty  P ro gra m  was  a 
cr is is  as  sign ifi ca nt  as  an y m al fu nc tion in g in  o th er NA SA pro je ct s.

Dr. F le tc her ag re ed  th a t th e EEO  pr og ra m  a t NA SA has not fu nc tion ed  
ef fe ct iv el y:  ve t when as ked  w hat  po si tive  m ea su re s a re  be ing ta ken  to  remed y 
th is , he  could  on ly sa y th a t they  a re  w or ki ng  on go al s an d tim et ab le s.  li e  al so  
sa id  th a t he  did no t kn ow  th e p ri o ri ty  of  civ il ri gh ts  am on g NA SA pr og ra m s 
an d w as  no t aw ar e th a t wo me n in  th e  sc ient ifi c fie lds  a t NA SA a re  no t prom oted  
beyond  th e GS  1 3/1 4 p la te au .

T his  do es  no t appear to  be  co m m itt ed  ac tion  to  eq ua l opport unit ie s in  sp ite of 
al l of  t he  rh eto ri c  which  has be en  gen er at ed  from  th e office of  th e  A dm in is tr at or . 
I f  an  ess en tial  NA SA pro gra m  is  a n  ad m it te d  fa il ure , th e A dm in is tr a to r sh ou ld  
in si st  th a t it s pri o ri ty  be nu m be r one. The  sm al l pr op os al s fo r ch an ge  ou tl in ed  in 
F le tc her’s Nov em be r 2n d le tt e r to  a ll  em ploy ees are  not en ou gh  fo r ca tching -u p.  
Dyn am ic , p erh aps even  d ra m ati c , m ea su re s a re  ne ed ed .

NO W ’s Pr es iden t, an d o th er le aders  al so  qu es tion ed  D r. Dud ley McC onne ll’s 
qu al if ic at io ns  as  he ad  of  th e  EEO  pr og ra m . Dr. Mc Co nnell  is  a NA SA tr a in ed  
ph ysi ci st  wh o is  sa id  al so  to  po ss es s m an ag em en t sk ill s.  W ith  th es e ta le nts , he  
sh ou ld  be  qu al ifi ed  to  m an ag e a sc ie nt if ic  en de av or  w ithi n NASA. B ut he  was  
in st ea d as ke d to he ad -u p th e  E EO  p ro gr am .

Dr. McC onne ll is al lege d to  hav e some  ex pe rien ce  in  so ci al  ac tion  an d civ il 
ri gh ts  ac co rd in g to hi s re su me.  Yet  no ne  of  th a t ex pe rien ce  w as  co nn ec ted w ith 
wom en 's ri gh ts . Inde ed , th e re  i s re as on  to  be lie ve  Dr. Mc Co nnell  is  an  in se ns it iv e 
se xi st . F o r ex am ple,  Dr. Mc Connell  in dic at ed  he  w as  no t aw are  th a t ri ng in g a 
d in ner be ll to  summon  his  se cre ta ry  m ig ht  be off en si ve!

Both Dr . Mc Connell an d A dm in is tr a to r F le tc her ac kn ow ledg e Dr. McC onne ll’s 
la ck  of  aw ar en es s of  wom en ’s is su es , but bo th  sa y he  is  le ar nin g. Asid e from  
a to ke n co nta ct  w ith  NO W less  th a n  a wee k ago , D r. Mc Co nnell  has not demon 
s tr a te d  to  us  th a t he  has ta ken  any st ep s to fu rt h e r his  “e duca tion .”

W hy  sh ou ld  th e EEO  pr og ra m  a t NASA, alr ea dy in  a cri si s st a te , ha ve  to  
su ffer  from  ha vi ng  as  it s d ir ecto r someo ne  tr a in ed  in  ph ys ic s an d un qu al if ied in  
EEO  wh en  a  sc ien ce  p ro gr am  a t NA SA  w ou ld n ot  h av e to  suf fe r from  ha vi ng  a s it s 
d ir ec to r some one tr a in ed  in  soc iology, fo r in st an ce , an d un qu al if ie d in  th e  sc ien ce  
fie ld?  Why  shou ld  wo me n ha ve  to  de al  w ith  someone  as  le ader of  th e EEO  
pr og ra m  wh o NA SA m an ag em en t ad m it s has tr ou ble  dea ling w ith wo me n as  
eq ua l an d wh o see s hi m se lf  as st il l le arn in g? Can  th e  fe der al  go ve rn m en t af fo rd  
tr a in ees a t th e sa la ry  o f a n ex em pt ed  po si tion ?
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H ir in g D r. McC onnell as  A ss is ta n t A dm in is tr a to r does no t so un d lik e a dy na m ic  
or  d ra m ati c  m ea su re  fo r im pr ov in g tl ie  ef fe ct iv en es s of  th e  EEO  pro gr am  a t 
NAS A.

NO W is al so  co nc erne d ab out th e  la ck  of wo men an d m in ori ti es  in th e  spac e 
pr og ra m  and re m ark s m ad e by NA SA  off icia ls abo ut wom en ’s pl ac e in  th a t 
pr og ra m .

As i in dic at ed  ea rl ie r,  we  feel th a t th ere  is  sp ec ia l ne ed  to  ha ve  wo me n an d 
m in or it ie s in  th e  sp ac e pr og ra m  be ca us e th e ro le of  ast ro n au ts  is  es pe ci al ly  im 
port an t to  th e pi on ee r sp ir it  of  Amer ica an d in  m ak in g im port an t sp ac e d is 
co ve rie s. T hi s ca us es  m an y yo un g peop le of  th is  co untr y to loo k up  to  th e a s tr o 
nau ts  a s he roes . Ye t t he  m ajo ri ty  of  p eople , wh o a re  wo me n and  m in ori ti es , fin d it  
h ard  to re la te  to  w hat seem s to  be an  ex clus iv e ro le  of  w hi te  m al es  as an  in sp ir a 
tio n fo r th e ir  ow n li fe styl es . As R uth  B ate s H a rr is  sa id , “F o r m ill ions  of  ch il 
dr en  a ro un d th e wo rld , th e m ajo ri ty  of  w ho m are  fe m al e and of  d ark er race s,  th e 
ad ve rs e ef fects  of  ex clus ion,  an d th e co lo ni za tion  of  th e  mo on w ith  al l-w hi te  
males  co uld ha ve  sh a tt e ri ng  ef fects  on gen er at io ns ye t unborn .”

Per ha ps  even  mor e im port an t th an  th e “g ia n t st ep  fo r m ankin d” w ith  m an ’s 
fir st st ep  on th e m oon, wou ld lie a  g ia n t st ep  fo r pe rs on ki m l w ith  th e p art ic ip ati on  
of  w om en an d m in ori ti es  i n th e expl ora tion  o f s pace .

g, A lack  of po si tive  m ea su re s to  p u t wo me n in  sp ac e has  be en  fu r th e r re pr es se d
by pu bl ic  st a te m en ts  te nd in g to re in fo rc e tr ad it io n a l no tion s about wo me n which  
keep  so m an y of  us  from  le ad ers hi p ro les. W e of  NO W ex pr es se d to  Dr. F le tc her 
ou r co nc erns  about st a te m ents  su ch  as  th os e m ad e by fo rm er ast ro nau t,  Ja m es  
Lovell, an d NA SA  ph ys ic ian.  Dr. C har le s B er ry , which  im ply th a t wo me n wo uld

y  be need ed  in  sp ac e to  re lie ve  se xual  te ns io ns  or fo r ho us ek ee pi ng  chores .
W het her in te nd ed  in th is  co nte xt  or no t, th e  pr es s pick ed  up  th es e co mm en ts  

an d we fe lt  it  es se nti al  th a t a pu bl ic  st a te m ent be mad e by th e A dm in is tr a to r 
mak in g it  cl ea r th a t NAS A di d no t re gard  wo me n in  th is  li ght a t al l. Dr. F le tc her 
re fu se d to  do  this .

Lac k of  ag gr es sive  re cru it m ent of  wo me n an d m in ori ti es  fo r th e  a s tr o n au t 
pr og ra m  an d re fu sa l to  di sp el  im pr es si on s abou t wo me n’s ro le  in  sp ac e do not 
so un d to  u s lik e firm co m m itm en t t o eq ua l op po rtun it ie s.

NO W's co nc lusio n from  th e  m ee ting  w ith Drs . F le tc her an d McC onnell is  th a t 
NAS A is  no t tr u ly  co m m itt ed  to  eq ua l opport unit ie s or to  en fo rc in g civi l ri gh ts  
law s. It  is our op in ion th a t NA SA ’s EE O pro gr am  ca nn ot  wor k ef fecti ve ly  un less  
it  is  mad e ac co un ta bl e to  pe rs on s ou ts id e th e  ag en cy  an d un le ss  it s bu dg et  ap 
pro pri a ti ons de pe nd  on co mpl ianc e w ith  t he  la w.

As it  is  now , th e  EE O office a t NASA, as  well  as al l o th er go ve rn m en t ag en cies , 
is  ca ught in  an  in here n t am bi va lenc e.  On th e one ha nd , if  th e  EE O office ac ts  in  
fa vor of  th e  em ploy ee s, ag en cy  m an ag em en t su sp ec ts  it  of  dis lo ya lty.  If , on th e 
o th er ha nd , th e  EEO  office ac ts  in  fa vor of  t he  ag en cy , th e em ploy ees su sp ec t it  of  
be ing be d- fe llo ws  w ith ag en cy  m an ag em en t.

The  Civi l Se rv ice Co mm iss ion  m ain ta in s th a t it  is  be st  fo r th e ag ency  to  ha ve  
th e fi rs t opport unity  to  ex am in e co m pl ai nt s an d pla n  pr ogra m s in th e  a re a  of  
civi l ri gh ts  fo r it s  em plo yees.  W hi le  th is  ph ilo so ph y may  ha ve  som e m er it , it  
doe s no t per m it  re so lu tion  of  dis put es  by pe rs on s wh ose jo bs  a re  in de pe nd en t 
of  th e m an ag em en t th ey  a re  st and in g  in  ju dge m en t of.

I t  is  th e  op in ion of  th e  N at io nal  O rg an iz at io n fo r Wom en  th a t civi l ri gh ts  
fu nc tion s th ro ughout th e fe der al  gov er nm en t ne ed  to  be re or ga ni ze d.  T he key 
word to  su cc es s of  E EO  p ro gra m s i s ac co unt ab il ity.

The  fe der al  go ve rn m en t does not  ex pe ct  p ri vate  em pl oy ers or  loca l an d st a te  
go ve rn m en ts  to  re gu la te  them se lves , th a t is  why  th e Equa l Empl oy men t Opp or 
tu n it y  Com miss ion has  be en  es ta bl is he d.  Yet  th e  fe dera l go ve rn m en t it s e lf  spe - 

■». cifical l.v th e Civi l Se rv ice Co mm iss ion, has  ad opte d re gula tions which  re ly  on
ag en cies  su ch  as NA SA volu n ta ri ly  “w or ki ng  o u t” th e ir  no n-co mpl ianc e w ith  
th e law . W he n gr os s in ju st ic es in  civi l ri gh ts  are  co m m it te d again st  ded ic at ed  
Civil  Ser va nt s,  th e  Ci vi l Se rv ice Co mm iss ion  does not st ep  in . In st ead , it  st ands 
ba ck  an d us es  te rm s su ch  as  “bein g pr oc es se d” , w hi le  th e  pu bl ic  st ands ba ck  an d 

* uses  te rm s such  as  “r ubber  st am ps. ” NO W ur ge s th is  co m m itt ee  to  re vi ew  th e
Civ il Se rv ice Co mm iss ion  re gula tions to  de te rm in e w het her  th ey  pr ov id e a fa ir  
proc es s to  th e in div id ual  co m pl ai na nt . In  NO W's op ini on , th ey  do  no t.

Tl ie  NA SA EEO  pr og ra m  m us t be ac co un ta bl e to  an  ag en cy  w hi ch  is  ju dged  on 
it s succ es s in  gett in g  NA SA  to  comp ly an d not  ju dg ed  on it s succ es s in  get ting  
w hi te  me n to th e moon.  We su gg es t th a t Con gres s co ns id er  de ve lopi ng  le gi sl at io n 
which  wou ld  fa c il it a te  and pr om ot e clos er  sc ru tiny  of  fe dera l ag en ci es ’ em pl oy 
men t pr ac tice s.  T hi s co uld en ta il  pro vi di ng  th e  Civi l Se rv ice Co mmiss ion w ith 
sa nc tion  pow ers ; i t  co uld en ta il  es ta b li sh in g  a sp ec ia l ar m  of  Co ng ress , si m il ar
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to the GAO ; it  could en tai l t rans ferri ng  to EEOC T itle  V II au tho rity over fede ral employment.
At a time  when polls show the  cred ibility of the  governmental process at  an all-t ime low, are  not  NASA and  the  Civil Service Commission reinforcing the public's belief in government ineffect iveness?
The ent ire  Fed era l Equ al Employment  Opportunitie s Program must he made accountable to women and minorit ies of this country. We of NOW question whether public fund s can continue to go to agencies  th at  so limi t well over hal f of the U.S. population.
Mr. Edwards. Our next witness is a gentleman who has been a 

friend of the  subcommittee for a long time. Mr. Fier ro, the executive 
directo r of the Raza Association of Spanish  Surnamed Americans, 
and who has  been of great assistance to the subcommittee when we 
were conducting an investigation of the problems of Spanish-speaking 
Americans in Federal employment.

Mr. F  ierro, we welcome you again, and you may proceed with your 
statement.

TESTIMONY OF MANUEL D. FIERRO, EXEC UTIVE DIRECTOR, RAZA 
ASSOCIATION OF SPANISH-SURNAMED AMERICANS

tMr. F ierro. Thank you, Mr. Chairman. My name is Manuel 1).
Fier ro, and I  am the executive director of RASSA (Raza Association 
of Spanish  Surnamed Americans),  the national non-partisan citi
zens’ lobby for and of the Spanish-speaking with headquarters in 
Washington, I).C.

In  behalf of our 26-member national board of trustees  and the 42 
part icip atin g organizations, I want to thank you fo r the  opportunity 
to appear tiefore thi s committee. In all candor, I must say that as I 
sought the oppor tunity  to appear before you, I was overcome by a sense 
of f rust ration and fut ility  in attem pting  to surpass the odds that were 
set before me. Nevertheless, I  come with hope tha t th is committee will 
assert itself to the end of creating some real fundamental and inst itu
tional change for the benefit also of our Nation’s Spanish-speaking as 
it re lates to NASA.

The Spanish-speaking are the second largest minority in the United 
States, and as such, we have received more than our share of society’s 
neglect and indifference. It  is to this  concern th at I will address my 
comments today.

It  has already been established in the  course of these hearings that  
NASA has failed to effectively implement and enforce an equal em
ployment opportunity program for minorities and women. But one 
glar ing fact th at has failed to surface here and one tha t has therefore 
been given no consideration is the blata nt underemployment of Span- ~
ish-speaking men and women bv the National Aeronautics and Space 
Admin istration, at its nationa l headquarters, space centers, and by its 
contractors.

Specifically, I  bring  to your attention tha t out o f more than  27,000 »
permanent employees of NASA only 270 are Spanish-surnamed. which 
is 0.9 percent of NASA’s to tal work force; yet minorities  in general 
account for over 5 percent of NASA’s tota l work force. This is in 
spite of the fact tha t many of NASA’s centers are located in areas 
where there are high concentrations of Spanish-surnamed people such 
as Pasadena, Santa  Clara, and San Jose, Calif .; Houston, Tex.; and the State of Florida.
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It  is also impor tant to note tha t the majority of the 270 Spanish  speaking currently employed by NASA are classified in the lower grades. Equally , if not more importan t, is the fact tha t there a re only five Spanish-speaking employees in NASA’s Equal Opp ortunity  Office out of a total number of 65 full-t ime employees.
Consequently, it stands to reason that if NASA’s own Equal  Opportu nity  Office is not hiring the Spanish-surnamed, we have every good reason to question whether there is any significant effort being made to hire the Spanish surnamed, and whether there is any commitment to our specific concerns as they  fall under the general definitions of minorities and women. More specifically, these figures indicate we have no one at all working to correct the inequities which face us.In  the related area of contract compliance, out of a to tal of 47,531 persons employed by NASA's  contractors, minorities account for 14.5 percent out of which only 2.5 percent are Spanish surnamed. This  is true even though we remain the second largest minor ity in the country, and once again shows a g larin g discrepancy in  those areas where there are high concentrations of Spanish-surnamed people. We might also question how many, if any, of NASA’s contracts are with Spanish-  » owned companies.
Before closing I wish to add one more point of concern over a figure which speaks for itself. This is regardin g NASA's  cooperative education program. Out of a total number of 844 par ticipants , only 10 are Spanish-surnamed individuals.
Mr. Chairman and members of the committee, this testimony has been kep t brief, recognizing the time constraints you are  all working- under, however, I have attached  for your study four  charts  which more definitively illust rate the points I have a ttempted to bring forth today.
I sincerely t rus t yourselves and the committee staff will closely and seriously review our case and make a definite commitment to see to it tha t NASA's  Equal Oppo rtuni ty Office begins to reflect a concern for the  Spanish-speaking community.
The committee must make sure that the Spanish speaking are defined specifically as a community in need, for  we have failed to receive service u nder the general umbrella terms of minority and women.The Spanish surnamed of this country have stood back; we have watched and listened to repeated rhetorical promises tha t at last we would be given an equal oppor tunity . Yet, we stand here thi s very day in the  face of g laring statistics which po int to nothin g more than the abject fai lure  of such programs to include us.
Addit ionally I would like to make some recommendations and put * them in the record, relative to NASA’s EEO prog ram; there areseven recommendations.
1. The appointment of decisionmaking Spanish-speaking EE O officials at headquarters  and field placements.
2. The appointment  o f professional Spanish-speaking employeees in personnel offices, both headquarters  and field.
3. The appoin tment of a full-time Spanish-speaking coordinator who will receive full management support in achieving results through agency managers.
4. Intensification of recruitment efforts at high schools, junior  colleges, colleges, and universities having large Spanish-speaking enrollments. I se Spanish-speaking persons on all recrui tment  teams.

44-3 77— 75------ 2
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5. Stronger  personal leadership by top management in an overall 
nationwide effort to produce results in the h iring of Spanish-speaking 
persons.

6. The use of specific goals and timetables in NASA's affirmative 
action plan concerning hiring of the Spanish speaking.

7. An annual interna l evalua tion to determine whether commitment 
exists; what actions have been taken; results achieved; and most im
portantly, corrective action to be taken immediately. Discipl inary 
measures, such as suspension and reduction in grade, for any managers 
or officers who ignore thei r EEO responsibilities.

That is all, Mr. Chairman.
Mr. E dwards. Thank you very much, Mr. Fierro . W ithout objection 

the charts attached  to your testimony will be included in the record.
[The prepared  statement of Manuel D. Fierro fo llows:]

Statement op Manvel I). F ierro, Executive Director. Raza Association of
Spanish  Surnamed Americans (KASSA) A

Mr. Chairm an and members of the committee, my name is Manuel D. Fierro.
I am the  executive dire ctor  of RASSA (Ra za Association of Spanish  Surnamed 
Americans) , tlie Nat iona l Non-Parti san  Citizens’ Lobby For and of the  Spanish 
Speaking with  head qua rters in Washington, D.C. ’

In  behalf of our  26 member nat ion al hoard of trustees and the  42 p art ici pa t
ing organizations , I wan t to tha nk you for  the  o pportun ity to app ear  before  this 
committee. In  all  candor , I must say th at  as I sought the  opportunity  to appear 
before you I was overcome by a sense of fru str at ion and fut ili ty in atte mpting  
to  surpass the  odds th at  were set before me. Nevertheless, I come with hope t ha t 
this committeee will ass ert  itse lf to the end of creating some rea l fundam enta l 
and  ins titu tional change for  the benefit also of our Nat ion’s Span ish speaking 
as it rela tes  to NASA.

The Spanish  speaking are  the  second largest mino rity in the United States 
and, as such, we have received more than  our  sha re of society’s neglect and in
difference. It  is to this concern th at  I will address my comments today.

It  has  alread y been establish ed in the  course of these hearings th at  NASA has 
failed to effectively implement and enforce an equal employment opportunity  
program for minorities and  women. B ut one gla ring  fac t t ha t h as fail ed to su rface 
here  and one th at  h as therefo re been given no consideration is the  b lat an t und er
employment of Spanish speaking men and  women by the  National Aeronautics 
and  Space Adm inis trat ion, at  its  na tional  headqu arte rs, space cente rs, and 
by its con trac tors .

Si>ecifically, I bring to your att ention th at  out of more tha n twenty seven 
thousand  permanen t employees of NASA, only 270 are  Spanish  surnamed. which 
is 0.0% of NASA’s tota l work force; yet minorities in general account for  over 
5% of NASA’s tota l work force. This  is in spit e of the fac t that  many of NASA’s 
centers  are located in are as where  the re are high concent rations of Spanish sur 
named people such as Pasadena, San ta Cla ra, and San Jose, Cal ifornia ; Houston,
Tex as ; and  the  Sta te of Flor ida. It  is also impor tan t to note th at  the majori ty 
of the  270 Spanish speaking currently employed by NASA are classified  in the 
lower grades. Equally, if  n ot more important, is the  f act that  the re are  only five 
(5) Span ish speak ing employees in  NASA’s equal opportunity  office out of a  tota l 
number of 65 fu ll time employees.

Consequently, it  stan ds to reason th at  if NASA’s own equal opportunity  office 
is not hir ing  the Spanish surnamed, we have every good reason to question 
whethe r there is any  significant effor t being made to hir e the  Spanish surnamed. 
and whether the re is any comm itment to our specific concerns as they fall  under $
the  general  definitions of minorities and women. More specifically, these figures 
indicate  we have  no one at  all  work ing to correct the  inequities which face us.

In the  rela ted  area of c ontract compliance, out  of a tota l of 47,531 persons em
ployed by NASA’s contractors,  minorit ies account for 14.5% out  of which only 
2.5% are  Spanish surnam ed. This is tru e even though we remain the  second 
larg est  minority in the country, and  once again shows a gla ring discrepancy  in 
those are as where there are  high concentrat ions of Span ish surnam ed people.
We might also question how many, if any, of NASA’s contracts are with Spanish 
owned companies.
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Before closing I wish to add one more poin t of concern over  a figure which 
speaks for  itself . This is regarding NASA’s cooperativ e educ ation program. Out 
of a tota l n umber of 844 part icip ants, only ten are Spanish surname d individuals.

.Mr. Cha irma n and members of the committee, thi s testim ony has  been kept 
brief  recogniz ing the  time con strain ts you a re  a ll working un de r; how ever 1 have 
atta che d for  your  study fou r chart s which more definitively ill us tra te  the poin ts 
1 have  at tem pted to bring for th today.

1 sincerely trus t yourse lves and the  committee staf f will closely and  seriously 
review our  case and make a definite commitment to see to it  that  NASA’s equal 
opportu nity  office begins to reflect a concern  for  the  Spanish  speaking 
community.

The committee must make sure  th at  the  Spanish speaking are defined spe
cifically as a community in need, for we have fail ed to receive service under the 
general umbrella  te rms  of minority an d women.

The Spanish  surn ame d of thi s country  have stood bac k; we have watched 
ami listened to repe ated  rhe torical promises th at  at  las t we would be g iven an 
equa l opportunity . Yet, here  we stand thi s very day in the face of glaring  sta
tis tics which poin t to noth ing more than  the  abject  fai lure of such programs 
to include us.

* I tha nk  you, sincere ly, for  y our time  a nd hope th at  this  w ill not prove to have
been just  anoth er exercise in rhetoric , but  th at  the  outcome will ins tead be 
someth ing constru ctiv e and beneficial for  our  community and  for  the cause of 
equal  opportu nity  everyw here.

RECOMMENDATIONS

1. The  appointment of decision-making Span ish speaking EEO officials at 
hea dquarte rs and  field placements.

2. The appointment of professional Spanish speak ing employees in personnel 
offices—both hea dquarte rs and field.

3. The appo intm ent of a full-time Spanish speaking coordin ator  who will re
ceive full  managem ent suppor t in achieving result s through agency  managers.

4. Intensif ication of rec rui tment  effor ts at  high schools, Jr . colleges, colleges 
and universit ies hav ing l arge Spanish speaking enrol lments. Use Span ish spea k
ing persons on all rec rui tment  teams.

5. Stronger jrersonal  lead ersh ip by top managem ent in an overall, nation -wide  
effort to produce result s in the  hir ing  of Spanish speaking persons.

G. The use of specific goals and time tables in NASA’s affirmative actio n plan 
concerning hiring of the Spanish speaking .

7. An ann ual  in ter na l eva luat ion to dete rmine whether comm itment ex ist s; 
wh at actio ns have been ta ken ; result s ach iev ed; and  most importantly , cor
rect ive action to  be tak en immediately .

8. Discipl inary measures,  such as suspension and  reduc tion in grade , for  any 
managers or  officers who ignore th eir  EEO responsibi lities .

NATIONAL AERONAUTICS AND SPACE ADMIN IST RATIO N: PERMANENT EMPLOYMENT OF SPANISH SURNAMED 
(AS OF JUNE 30, 1973)

Spanish surnamed
Total Total — Percent

Center employment min orit y Total Percent minority

ARC.. ..................... ...............__________  1,708 172 63 3.7 10.1
FRC. . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  470 30 9 1.9 6.4
GSFC _________________ __________  3,802 234 23 .6 6.2
HDQS____  ____________ __________ 1.635 232 7 .4 14.2
KSC___________ ________ ........ ............ 2.403 59 14 .6 2.5
LaRC__________ ________ __________ 3.305 160 11 .3 4.8
LeRC.......................... __________  3,343 129 10 .3 3.9
JSC_____________________ _____ ____  3.717 216 85 2.3 5.8
MSFC___________________ ................ .  5,115 95 13 .3 1.9
W S _____ . . _____ __________  420 13 1 .2 3.1
NAPO_________ _________ _____ ____  • 37 6 0 . . . 16.2

To ta l............................ ..................... 25,995 1,346 236 .9 5.2
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COMPARATIVE ANALYSIS OF GRADE DIST RIBUTION,  FULL-TIME PERSONNEL, AS OF JUNE 30, 1973

Grade Total Minority
Spanish

surnamed

Wage b oard.......... . 1,961 545 52
GS-1 . . .  ______ 140 76 5
GS-2_____________ 409 106 17
GS-3.......................... 453 95 6
GS -4 ________ ____ 848 113 12
GS 5____________ 1.611 138 11
GS -6____________ 806 89 9
GS 7 ______ _____ 1,017 85 5
GS-8_____________ 556 26 2
GS-9_____________ 1,708 80 10

Grade
Spanish

Total Min orit y surnamed

GS-1 
GS 2 
GS-3 
G S4.  
GS 5 
GS 6 
GS7  
GS 8 
GS 9.

1 . . . .
1 . . . .
2 . . . .
1 . . . .
2 . . . .
2 . . . .
1 . . . .
1 . . . .
3 1

Grade Total Min orit y
Spanish

surnamed

GS 10................ . ......... 370 10 1
GS 1 1 .. . . .......... ____  2,546 124 24
GS-12___________ ____  3,737 148 35
GS 1 3 . . . . . . . . .  . . ____  5,331 175 48
GS 14 . ____  3,034 75 22
G S-1 5. ..  ........... ____  1,914 20 6
Super grades.......... 585 3 0

Total______ ____  27,031 1,908 270

L-TIME PERSONNEL, AS OF JAN. 1 1974

Spanish
Grade Total Minorit y surnamed

GS-10___________ ......... 0 0 0
GS-11__________ 8 6 1
G S-1 2. ......... ......... 9 6 1
GS-13_____ ____ ____  8 6 2
GS-14__________ 8 6 0
GS-15.......... ......... 3 1 0
Super grades____ 1 1 0

Total_____ ____  62 40 5

Note:  Vacancies a t headquarters : 1. Director,  equal opp ortunity program; 2. Director,  con trac t compliance; 3. Federal 
womens program coordinator ; 4. Program ana lyst; 5. Equal opportunity specia list.

NASA CONTRACTOR EMPLOYMENT STATUS (AS OF JUNE 30, 1973)

Total employees Total m in or ity  Spanish Americans

NASA centers Number Percent Number Percent Number Percent

AMES—ARC _____ ______ ____ 1,217 100.00 511 41.99 108 8.87
Male _ __________ 975 80.12 428 35.17 90 7.40
Female __ _______ _____ 242 19.88 83 6.82 18 1.48

Flight Res. C IR -F RC.......... ........... 206 100.00 31 15.05 9 4.37
Male ........ ........... .. 184 89.32 27 13.11 7 3.40
Female . ...... ................. 22 10.68 4 1.94 2 .97

Goddard—GSFC_______________ 6,651 100.00 1,262 18.97 86 1.29
Male .................... .. 5,193 78. 08 867 13.04 71 1.07
Female ................ ..... 1,458 21.92 395 5.94 15 .23

Johnson Cir. JSC. ................... .. ____ 8,949 100.00 1,462 16. 34 537 6. 00
Male 6,925 77.38 954 10.66 381 4.26
Female ...................... ........  2,024 22.62 508 5.68 156 1. 74

Kennedy Sp. Cir.— RSC..........................  11,393 100.00 1,019 8. 94 114 1.00
Male . .  ___ 10,065 88. 34 845 7.42 107 .94
Female 1,328 11.66 174 1.53 7 . 15

Langley— LARC.......... ................... .........  1,389 100.00 333 23.97 19 1.37
“ Male 1, 141 82.15 275 19. 80 14 1.01
Female ________  ______ 248 17.85 58 4.1 8 5 .36

Lewis— LERC................................... 384 100.00 76 21.84 0 0
Male 285 81.90 75 21. 55 0 0
Female _______________ 63 18.10 1 .29 0 0

Marsha ll— MSPC.......... .  ............. 7.978 109.00 767 9.61 37 . 46
Male _________ 6,629 83. 09 551 6.91 34 .43
Female . .................. 1,349 16.91 216 2.71 3 . 04

Michoud Assembly Fac.................
Male . ______

____  2,161
1,850

100. 00 
85.61

245
267

15.96
12.36

26
20

1.20
.93

Female __  . .  . .  . . 311 14. 39 78 3.61 6 .28
Mississ ippi Test Fac___________

Male _______ _________
691
567

100. 00 
82.05 .

114
69

16.50
9. 99

11
10

1. 59 
1.45

Female ____  . _____ 124 17.95 45 6.51 1 . 14
NASA— Pasadena___  _____  . . ......... 6,143 100.00 864 14.06 267 4.35

Male .............. .. ......... 5,060 82. 37 635 10.34 196 3.19
Female 1,083 17.63 229 3.73 71 1.16

Wallops— WS.................................. 405 100.00 82 20.25 1 .25
Ma le....... ................. ............ 350 86.42 67 16. 54 1 .25
Female . . . .  . .  _____ ......... 55 13.58 15 3.70 0 0

NASA, tota l agency _____  . . . ____  47,531 100. OC 6, 866 14.45 1,215 2. 5b
Male .................... ____  39,224 82.52 5,060 10.65 931 1.96
Fema le.____ ____________ . . .  8,307 17.48 1,806 3.80 284 . 60
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NA SA COOPERATIVE EDUC ATION PROGRAM 

Tlie  la rg es t of its  kin d in the  Fe de ra l Gov ernment.

A BRIEF  EXP LANA TIO N

Pa rti cip an ts. — College  stu de nt s beg inn ing  a t th e sophom ore leve l til l they 
gr ad ua te , ar e elig ible . A spe cia l em phasi s is bein g ma de  to lu re  wom en and 
mi norit ies .

Wtiat  is it des ifjned for?— To provide  stud en ts  an  op po rtu ni ty  to stu dy  rela ted  
employment  in  th ei r held,  such  as  mecha nic al eng ineerin g, elec tri ca l eng ineering,  
the sciences, ma th,  physics , business  ad m in ist ra tio n,  etc. I t was des igned to meet 
NASA’s needs by trai ni ng  the  stud en ts  fo r fu tu re  employment  in NASA.

NASA COO PERATIVE EDU CATION PROGRAM: COMPARISON OE MI NO RI TY  CO-OPS ON ROLLS 

[By  fisca l year)

To tal Black
Span ish
su rnam ed Orie nta l Women

Ce nter 1972 1973 1972 1973 1972 1973 1972 1973 1972 1973

He ad qu ar te rs .......... 22
A R C .. . ..................... 1
LERC ........................  21
LARC____________  69
FRC........................... 35
GSFC......................... 76
WS........... .................  10
MSFC........................ 332
JS C......................  78
KSC......... ................. 153

1
1
1
1
5

0
006
3

100
36

6
6

4 
0 
0 
7
5 
9 
0

55
25

7

21
1 . .

8 13 .

24 1 .
63 18 26 .
36 . . .
65 9 7
12

1 2

358 31 51
121 9 23
143 9 14

3 7
1

T o ta l............ 787 844 84 135 4 10 0 10 67 112

1

Our next, witness is Mr. Roy Johnson, president  of the Government 
Employees United Against' Racial Discrimination. Mr. Johnson , we 
welcome you, and you may proceed.

TESTIMONY OF ROY JOHNSON, DIRECTOR, GOVERNMENT EMPLOY
EES UNITED AGAINST RACIAL DISCRIMINA TION

Mr. J ohnson. I also represent workers in 11 Government agencies 
tha t are organized in a task force agains t discrimination in those 
agencies.

This organization, GUARD, stands in support of Ms. Ruth  Bates 
Han  ‘is and at tests to the fa ct th at her dismissal will give aid and com
fort to bigots and racists that command power in Federa l agencies.

We in GUARD feel tha t the incident at NASA is not the exception 
but rather the rule and tha t unless some corrective action comes from 
this committee EEG programs will founder  in the maze of bureauc
racy that they were intended to for, in most, Federa l agencies. FF O 
is not a line item in the agency’s formal budget. Most FF O officers 
if they are black in color are  handpicked by the bureaucracy or it is 
some white man doubling as an administrative something or other, 
and taking care of FF O on the side.

Changing times have brought about a secrecy in racial statistics 
presented by the agencies when at one time agencies were hellbent  
for murder to identi fy white and Negro.

FF O officers more times than  not have no experience in civil right s 
and have problems in unders tanding where the ir loyalties lie: tha t is, 
with the agency’s unprofessed policy of racism or with the minorities  
they are supposed to  uplift .
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Minority statistic s submitted by Civil Service Commission March 4,
1974, still show the majority of blacks concentrated in grades 1 
through 4, 69,051 to be exact and markedly decreasing to 20,339 in 
grades 9 through 11; 8,028 in grades 12 th rough  13 and finally 141 in 
grades throu gh 18.

If  the  land of the free is the  representative  government it says it is, 
we blacks label this assertion as hypocracy. A representa tive public 
service means one in which the ratio of each m inority  group in a par 
ticu lar government agency conies closest to equaling the group's per
centage in the population in the area served by tha t office. So that  a 
Washington office of a Federa l agency would be rated  on the basis 
of the national population, etc. In  addition a represen tative public 
service must include equitable distribu tion of blacks and minorities 
at all levels of appointed positions, not just the low entry levels. 
Therefore, it is not enough t ha t blacks with 11 percent of the popu
lation. represent 12 percent of Federal employees. Nationally, they r
should approx imate 11 percent at each level and grade including the 
supergrades where higher  policies are made.

There have been worker uprisings at HUD, Walter Reed Army 
Hospita l, Census. HEW attes ting to the fact tha t existing EE O pro- ’
grams and the affirmative action programs are not serving the needs 
of black and other minor ity employees.

Agencies are incapable with thei r present EEO programs of polic
ing themselves and CSC is in a state of inertia  when it comes to 
enforcement.

NASA, for publicity  purposes, hypocritical  purposes, et cetera, 
sought and hired one of our race's most capable civil righ ts lighters 
and hampered her with limited resources. When she told the trut h 
about the agency in a most comprehensive report, the agency tired her.

This is the kind of treatment that the black race in America has been 
experiencing for 400 years, bu t for  the Federal Government to exhibit 
it so blatantly , is beyond the comprehension of reasonable men.

Fina lly, to  quote a recent report from Har ry Kranz, the 1970 census 
disclosed that, women were 51 percent of the U.S. popula tion and 36.4 
percent of the total work force. Blacks comprised 11 percent of the 
populat ion, Spanish 5 percent, American Indians  4 percent, and 
Orientals 5 percent. Minorities represent 17 percent of the population.

In the Government, women have consistent!v held 27 percent of the 
jobs since 1968 while the four principa l minorities have hovered about 
the 19.5 percent mark for the past 3 years.

Blacks held 15 percent of all Federal jobs.
A Labor Department study refutes the Civil Service claim that  the 

Government has a better record of minority  represen tation than pri 
vate industry, and t ha t the underutilization of minorities and women 
in Government is due to factors other than the ir race or sex.

Again, we in  GUARD say EE O is a failure , that  the firing of Ms.
Harris  substantiates tha t fact and, if  this Government is ever expected 
to maintain  credibility  as a representative government, then the onus 
of corrective action lies with them. Thank  you.

[The prepared statement of Roy M. Johnson follows:]
S ta te m ent of  R oy M . J o h n s o n , C h a ir m a n  of  G U A R D

This  organiz ation—GUARD—stands in support of Ms. Ruth Rates Ha rri s and 
at tests  to the fact  th at  her  dismissal  will give aid and  comfort to bigots and 
rac ists  th at  command power in  fed eral  agencies.



W e in  GU AR D feel  th a t th e in ci den t a t NA SA  is  no t th e ex ce pt io n b u t ra th e r 
th e ru le  an d th a t un le ss  som e co rr ec tive  ac tion  conie s from  th is  co m m it te e EE O 
pro gra m s will  f lo un de r in  th e maz e of  bu re au cr ac y th a t th ey  w er e in te nded  to  for , 
in  mos t fe der al  ag en cies , EE O is  no t a  lin e item  in  th e ag en cy ’s fo rm al  bu dget.  
Most EEO  ofl ice rs if  th ey  a re  B la ck  in  co lo r a re  han d pick ed  by th e bure au cr ac y 
or  it  is  some  w hit e m an  do ub lin g as an  adm in is tr a ti ve  so m et hi ng  or  oth er , an d 
ta k in g  car e of  EEO  on th e side .

Cha ng in g tim es  ha ve  bro ug ht  abou t a secrec y in  ra c ia l st a ti st ic s pre se nte d by 
th e ag en ci es  w he n a t one tim e ag en ci es  were he ll- be nt  fo r m urd er to  iden ti fy  w hi te  
and Ne gro.

EEO  ofl ice rs mor e tim es  th an  no t ha ve  no ex pe rien ce  in civi l ri gh ts  and  ha ve  
pr ob lems in unders ta nd in g  w he re  th e ir  lo yal ti es  lie,  i.e., w ith  th e  ag en cy 's un pr o
fessed  pol icy  of ra ci sm  or  w ith th e m in ori ti es  th ey  a re  su pp os ed  to  upli ft .

M in or ity st a ti st ic s su bm it te d  by Civ il  Se rv ice Com miss ion M ar ch  4, 1974 st il l 
show  th e m ajo ri ty  of B lack s co nc en tr at ed  in  G ra de s 1 th ru  4, 69,051 to  be ex ac t 
and m ar ke dl y de cr ea si ng to  20,339 in  g ra des  9 th ru  11, 8,028—12 th ru  13 an d 
Anally  141 in  g ra des  16 t h ru  18.

I f  th e  la nd  of th e  fr ee  is  th e re pre se n ta ti ve G ov er nm en t it  s ay s it  is, we B lack s 
la be l th is  ass ert io n  as  hy po cr isy.  A re p re se n ta ti ve  pu bl ic  se rv ic e m ea ns  one in  
which  th e ra ti o  of  e ac h m in or ity gro up s in  a p a rt ic u la r go ve rn m en t ag en cy  com es 
clos es t to  eq ua ling  th a t gr oup 's  pe rc en ta ge in  th e popul at io n in  th e  a re a  se rv ed  
by th a t office. So th a t a W as hi ng to n office of  a fe der al  ag en cy  wou ld  be  ra te d  on 
th e ba si s of  th e  na ti onal po pu la tion , etc.  In  addit io n  a re p re se n ta ti ve pu bl ic  
se rv ice m us t in cl ud e eq ui ta bl e d is tr ib u ti on  of  Bla ck s an d m in ori ti es  a t al l lev els  
of  ap po in te d po si tio ns , not  ju s t a t th e  low  en try- leve ls . The re fo re , it  is  not 
en ou gh  th a t B la ck s w ith  11%  of  th e po pu la tion , re pre se nt 12%  of F edera l em 
plo yees.  N at io na lly,  th ey  sh ou ld  a ppro xim at e 11%  a t ea ch  lev el  and  g ra de in cl ud 
ing th e su pe r- gr ad es  w her e hi gh er  p ol ic ies  a re  m ade.

Ther e ha ve  be en  w or ke r upr is in gs  a t HU D,  W al te r Re ed  Arm y H osp ital , Ce n
sus, H EW  a tt e s ti n g  to  th e fa c t th a t ex is ting  EE O pro gr am s an d th e af fi rm at iv e 
ac tion  pr og ra m s em anating  a re  not  s er vi ng  th e  n ee ds  of  B la ck  a nd oth er m in or ity 
em plo yees.

Age nc ies  a re  inc ap ab le  w ith th e ir  p re se n t EEO  p ro gr am s of  p ol ic ing th em se lv es  
and C SC i s in  a s ta te  o f in e rt ia  whe n i t  conies  to  e nf or ce men t.

NAS A, fo r pu bl ic ity pu rp os es , hypo cr it ic al  pu rpos es , etc ., so ug ht  an d h ir ed  one  
of ou r ra ce 's  m os t ca pa bl e Civ il R ig h ts  lighte rs  an d ha m pe re d her w ith lim ited  
re so ur ce s.  W he n sh e to ld  th e tr u th  about th e  ag en cy  in  a  m os t co mpr eh en sive  
re po rt , th e ag en cy  fired  he r.

Thi s is  th e k in d of  tr ea tm en t th a t th e  B la ck  ra ce  in  Amer ica has be en  ex per i
en cin g fo r fo ur  hundre d ye ar s,  bu t fo r th e  F ed er al  G ov er nm en t to  ex hib it  it  so 
b la ta n tl y , is  b ey on d th e co mpr eh en sion  o f re as on ab le  m en.

F in al ly , to  qu ot e a re ce nt re port  from  H arr y  K ra nz , th e  1970 ce ns us  di sc losed 
th a t wo me n w er e 51 per ce nt  of  th e  U.S . pop ul at io n an d 36.4%  of  th e to ta l wor k 
fo rce. B lack s co mpr ised  11%  of th e  po pu la tion , Sp an ish 5% , A m er ic an  In d ia ns 
4%  an d O ri en ta ls  5 %.  M in or it ie s re pre se nt 17%  of  the p op ul at io n.

In  th e  Gov er nm en t wo me n ha ve  co nsi st en tly  he ld  27% of  th e jo bs  sinc e 1968 
whi le  th e  fo ur pri nci pal  m in or it ie s hav e ho ve re d ab out 19.5% m ark  fo r th e 
pas t 3 ye ar s.

Black s he ld  15%  of  a ll fe der al  jobs .
A Lab or  D epar tm en t st udy  re fu te s th e civi l se rv ice claim th a t th e  go ve rn m en t 

has  a be tt e r re co rd  of  m in ori ty  re pre se n ta ti on  th an  pri vate  in dus try, and th a t 
th e underu ti li zati on  of  m in or it ie s and wom en  in  gov er nm en t is du e to fa ct ors  
o th er  t h an  th e ir  r ac e or  sex .

Ag ain , we  in  GU AR D sa y EE O is a fa il u re , th a t th e  fi rin g of Mrs.  H a rr is  su b
s ta n ti a te s  th a t fa c t an d,  if  th is  Gov er nm en t is  ev er  ex pe ct ed  to  m ain ta in  cr ed i
bil ity as  a re pre se n ta ti ve Gov ernm en t, th en  th e on us  of c orr ec tive ac tion  lie s w ith  
them .

Mr. E dwards. Thank  yon very much.
I wonder if any of the witnesses could answer this question: What 

will NASA give as an explanat ion of their obviously low record of 
achievement in this  important field ?

Ms. Salinas. Mr. Chairman, if I cotdd speak first. This has often 
been brought  up to NASA by womon’s groups, minority groups, and 
other interested people. All we have ever heard is admission of  a poor
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record; they say, “Yes, we are doing a terrible job but we promise 
to do better*’; and that ’s the end.

Something has to be done to change the attitude  at NASA tha t 
apologizing will get us off their backs.

Mr. E dwards. Yes, Mr. Brown.
Mr. Brown. Mr. Chairman, there has been some attempt  to fa ll back 

on the tired old argument tha t they have a lot of professional posi
tions; the assumption being that  somehow minor ity group people 
are not qualified or capable of filling professional positions. That  argu
ment we reject out of hand. I think it has been used all too often 
withou t substantiation and doesn't hold water at a ll ; that  has been 
one of the arguments  tha t has been used, other than throwing up 
the ir hands saying, “we know we have problems and we are going 
to work on it.”

But we feel, and s tatistics  show that tha t kind of statement, without  
demonstrating commitments in view of the kind of events th at have 
taken place over the last several months and years, are total ly in
accurate.

Mr. Edwards. Thank you. Does any other witness wish to speak 
on that  part icular subject? Mr. Wiggins?

Mr. W iggins. Thank you, Mr. Chairman.
It  is going to be much easier  fo r me to ask points in questions after  

I speak with Dr. Fletcher and have an opportuni ty to at least under
stand his statement. I can't believe he will come to this committee 
and offer no explanation at all.

So. a t this time, Mr. Chairman, there is lo ts of material  we have 
to digest, and I am going to defer in the hope that after Dr. F letcher 
testifies, if it. is warran ted by his  testimony, we might consider invit
ing these people to come back again, and get, rebuttal testimony to any 
assertions tha t Dr. F letcher makes in his testimony.

Mr. Edwards. H ow long has NASA been in existence, since 1963? 
Ms. Robinson says since 1958.

Would anyone care to comment on the fact tha t the Atomic Energy 
Commission is No. 2 on the bottom of the list, next to worst in this 
part icular area, with obvious low achievement in equal employment 
opportunity.

Both of these agencies have rather  highly educated and qualified 
employees. Have any of the witnesses done any work with the  Atomic 
Energy Commission?

Mr. F ierro. Wo have made a correlation  between the high profes
sionalism involved and specialties, as you indicate. Take for example 
t he train ing programs th at prepare  a number of individuals to go into 
the specialized fields tha t NASA has and the Atomic Energy Com
mission has. And I  was reviewing the report of the numerous internal 
training programs, managerial programs tha t elevate people, pro
mote people, upgrade people.

Well, there are very few minorities involved in the programs, there 
are ha rdlv any Spanish-speaking people involved in these programs.

Now. there  are correlations I am trying to make of the preparation  
of individuals going into these jobs in these specialized fields. There 
is again no attem pt to  rea lly include minorities  and Spanish-speaking 
peo ple  into these programs for promotion. And the Civil Service 
Commission has been at the bottom, thev develop the regulations to 
reflect employment: and yet. they have allowed this s ituation to exist.
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Mr. Edwards. But some agencies have (lone a rather good job, and 
most of the witnesses have been a par t of the effort to secure be tter 
employment opportunities fo r minorities and women in other agencies.

Do you see a big difference in the efforts made by othe r agencies, as 
compared with NASA?

Mr. F ierro. Well, 1 see a difference as a result of the whole civil 
right s movement, a lot of  individuals were going into social-oriented 
programs, and what have you, HEW , and agencies of tha t nature , in 
tha t area some people have been affected, minorities, in some profes
sional categories, but not to the extent, you know, that  universities 
and colleges produced a significant number of scientists.

Now, we compiled a list of Spanish-surnamed scientists in this 
country, and we have over 500; but they have never been involved in 
NASA programs, they a re in pr ivate  industry . So, the argument tha t 
there a ren't people that are qualified is not sufficient.

•*» Additionally , when we talk about NASA itself providing money to
colleges, scholarship programs, and what have you. What do these 
colleges do with these funds tha t they receive for.scholarships.

Mr. Edwards. Are you saying that NASA does provide scholar-
* ships and money for universities for programs; and are you saying

that they do not as a part of the directive to the univers ity require 
evenhanded treatment with regard to minorities  and women?

Mr. F ierro. Well, the statistics reflect tha t there are very few 
minorities and Spanish-surnamed individuals in these programs. May
be the policy, no more than the EEO policy, indicates an affirmative 
action program and so forth,  that  they have not carried  out. as they 
have not carried out th eir obligations under other programs, either. 

Mr. Edwards. Tha nk you. Mr. Fier ro.
Mr. J ohnson. I was going to respond to that  by saying that  while 

T never worked in NASA, T have been in the Government for  30 years, 
and I have worked in a number of agencies. And I would say tha t 
most agencies now follow a certain pattern,  and tha t pat tern  is th at 
the agency has a careeris t bureaucracy within the agency; they have an appointed head.

Now, their careerist bureaucracy usually is a racist element in the 
agency: and tha t most agencies follow a hiring patt ern  so that  the 
minorities, and part icularly  the blacks are always concentrated in 
the low grades, regardless of what their qualifications are.

In the  case of NASA, as I said in my statement, the agency is always 
trying to put  its best foot forward, try ing  to show the Government 
and the public that  they are concerned with EEO, so th at they are 
giving tlieir all in this area. And I thin k tha t was one of the reasons 
they h ired Airs. Harr is because they wanted to put thei r best foot for
ward. and they are try ing  to give the public the idea tha t they were 
making progress, or tha t they were really doing something positive in this area.

But T think that if all EEO programs were studied in Federa l agen
cies it would show that  the Federa l agencies are lust  pay ing lipservice 
to the ir programs: that  the Civil Service Commission is not enforcing 
the urograms with the powers tha t it  does have:  and tha t unless 
EEOC, or some other branch of the Government looks into the EEO 
programs in the various agencies with a very keen eve, tha t people 
always have situations like Mrs. Ha rris  was confronted with, and that  
type of thin g will have dramat ic effect on other EE O officers, and
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other people that are involved in  E EO  programs, not to bring about 
positive programs for the minorities in the agency fo r fear  t ha t they 
will wind up in the same position tha t Mrs. Harris  did.

Mr. E dwards. Thank you, Mr. Johnson.
Mr. Mitciiell. My name is Thomas Mitchell, and I work for the 

National Urban League, and I  have worked with the Leadership  Con
ference Employment Task Force on this problem.

I would note tha t one instructive line of inquiry  would be the con
tract compliance in NASA. In this  area NASA did set flexible guide
lines on a year-by-vear basis for m inority employment. I n the contract 
compliance field, if  my memory serves me correctly, 14 to  15 percent 
minority employment has been achieved bv NASA. From mv personal 
experience in private industry , I know that  when the Federal Con
tract Compliance Officer comes around EE O is taken  seriously be
cause there is a motivation to do so; employers lose the ir Federal 
contract  if they don’t make some effort. r

So. NASA’s problem may be a matter of motivation in the absence 
of punishment, or, i f you will, reprisal . T hat  may account fo r some of 
the difference between the bureaucratic  attitude and the priva te indus- 
try  attitude toward  EEO. ’

NASA will. I think,  cite various statistics  to defend itself. In the 
area of  physicists there  are only, let’s say, 3.5 percent minor ity physi
cists in the  country ; but tha t is really not germane when you look at 
NASA’s contract compliance effort. T think  it is more relevant to ask 
how many minor ity applicants NASA had. Tf that  number appears 
insufficient, what do they do to recru it minority applicants?

Many times institutions, whether they are educational or gov
ernmental, have a reputation for being racist. That,  in itself, will slow 
applications bv minorities. They will go where they feel more accepted.
If  they seek Government employment, they might  elect a Government 
agency that  has a much better record of minority employment, pro
motional oppor tunity , and so forth.

An individual who knows the employment history  will not try  to 
turn the history  around by himself. He will go where he feels most, 
welcome. And since NASA is so fa r behind it would seem tha t they will 
have to  do some intensive recruiting in order to come up to the level 
of other Government agencies.

Mr. E dwards. Thank you. Mr. Mitchell.
Ms. Salixas. T think it should also bo noted at this  time that the 

director who set up the program in the contrac t compliance area 
transferred. He was also one of the three people who authored the 
report to Dr. Fletcher.

Mr. E dwards. Mr. McClory. *
Mr. McClory. Thank you. Mr. Chairman.
T tend to concur with you. Mr. Chairman, and Mr. Wiggins  that  

perhaps a more extensive examination , or inquiry into this subject 
could occur afte r we have heard the testimony from the NASA *
officials.

I would like to sta te on my own behalf th at I have a special interest 
in civil righ ts: civil right s as they affect minorities, affects sex and 
age, and religion. I am extremely interested in try ing  to eliminate 
discrimination wherever we find it, and part icularly  job, or employ
ment discrimination, employment oppor tunity discrimination.
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The thing tha t lias motivated me to try  to provide the  kind of equal 
opportuni ty for persons regardless of race, religion, color, sex, or 
whatever age—I’m gettin g more and more to quarreling with those who 
discrimina te because of age, and Golda Meir says it’s no sin to be 75. 
[Laughter.]

Mr. McClory. The thin g tha t you probably know. Miss Salinas, I 
supported the equal rights amendment on the Republican side tha t 
passed the House a few years ago; and the thing tha t occurs to me 
is th at women, in order to qualify for these jobs with NASA, and to 
be accepted in larger numbers need to take a great many o ther steps. 
I am wondering about the efforts of your organization to get into the 
services, since a large number of the ir personnel apparently  come from 
the Air Force and the Navy and other services that  have excluded and 
discrimina ted agains t women up to the present time.

What efforts a re being done for women to enter  engineering  schools, 
the sciences and those different categories that would make them pa r
ticularly qualified for positions in NASA because I  know that a small 
number of engineers are women, a small number of  doctors, and those 
various disciplines;  I am thinking of specialized disciplines, you find 
a very, very small percentage of women in them.

Are you working hard to try  to get women into those specialized 
fields ?

Ms. Salixas. We certainly  are. As I indicated in our testimony, and 
to re iterate some of what Mr. Mitchell said ; in order to have women 
seek careers in the fields of engineering or the mi litary , et cetera, there 
will have to be some inspiration so th at they will thin k they have a 
good chance of getting jobs using these careers.

Most people, you know, aren 't revolutionary, and they go along with 
the program. If  women are taught t ha t engineering is for  men, or tha t 
it is not as a rule for women; if  they look at the people who get hired 
in those fields, there  is not much reason for most of them to think of 
engineering  fo r themselves. Now, we try  obviously to change that;  to 
raise the ir conscience tha t there are other alternatives. Tha t is why we 
feel, for instance, that the space program is so important .

There is no leadership role for women to follow, or the minorities, 
for that matter. If  a li ttle girl, or  minority children are watching tele
vision, and watch landings, or watch the ti cker-tape parade  and they 
only see white men there, there is no reason for them to think,  “ Tha t 
could be me one day”.

Mr. McClory. Well, the thing that occurs to me is in order for the 
small child to envision herself in that  position we have to encourage 
her to  follow some kind of career which would e ither put her into the 
services, or put her into a field of science, or something like that.

It seems to me that is the kind of inspira tion we want to give instead 
of just—would you call it  tokenism—I think t ha t would be misinform
ing, or holding up false illusions, if we had just one woman sailing 
around in a capsule, and nobody qualified to take on these jobs in the  
interim period when this  small child would be developing.

Ms. Salixas. I would like to say the same thing applies—and I 
hope my colleagues at the table here agree with me—with regard to 
minority  groups in this area as to women.

Mr. McClory. Right.
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Ms. Salinas. We have socially been taught  to have certain roles, 
certain occupations, et cetera. And as I  said, this applies equally to the 
minorities. If  you live in a ghetto, there is not much reason to inspire 
you to get out of the  ghetto unless you see something different, be th at 
through television, or public means, the news media, et cetera.

If  von happen to have always seen the goal of every woman as th at 
of being married and raising a family—and there is nothing  wrong 
with tha t—but i f that  is the only choice you have, the only thing you 
see, there is no reason to think,  unless vou see oth.er things, tha t you 
should pursue some other career. I t is admitted  that  there are very lew 
women engineers, or minority engineers. But tha t does not excuse 
NASA, or any other organization not actively trying to change this.

I think the Federal (lovernment has a moral obligation, as well as 
an obligation to win the space race.

Mr. McClory. A great  many of these iobs tha t we are talking about 
are. in private  indus try and the related businesses that are preparing  
the fac ilities for the space prog ram ; and yet, I would say the principal 
roadblock to our gettin g ratification of the equal rights amendment 
has been the AF L-CIO,  which has not until very recently changed 
thei r att itude . On the other hand, the discr imination th at exists in the 
labor union organizations agains t women, especially in the skilled 
types of jobs that are so closely related to the business of the space 
program, would be, I  think, a sensitive but extremely important area 
to work on.

Ms. Salinas. I certainly appreciate your suggestions.
Mr. McClory. One other question, princ ipally  directed to Mr. Joh n

son, who has made some very emphatic statements. Yet. it would be 
very help ful to our committee if  we could have some specific instances, 
not jus t the quotas, because the quotas don 't impress me too much.

The thin g that  impresses me tha t a black man, for instance, and a 
white, lw>th apply for the job, and the white gets hired because of 
discrimination. Tha t's discrimination.

Now, i f the white man gets hired because he has a degree, or got the 
experience and higher qualifications than  the black man. T don t see 
any discrimina tion there at all. Tha t is providing equal opportunity,  
hiring a person that is white, instead of black.

Your statement tends to emphasize the quota aspect, and T think', 
it’s a weak argument. Bo you have some specific instances, or dozens, 
or hundreds of them, or anything like tha t ? Tha t would be extremely 
helpful to  us.

Mr. J ohnson. Well, T really don't like to  emphasize the quota, but 
when I look at Federa l agencies I  would say th at something has to be 
done, to increase the black partic ipation in the various grade levels. At 
the present time there is nothing tha t is being done.

I am more familiar  with census organizational charts  than T am 
with the other organizat ion charts of  other  agencies because that  is the 
agency tha t I work for. And analyzing that part icular chart,  and 
having some knowledge of what  other agency s tructures are, it doesn t 
matter what the society is, the white man is in control of the agency, 
and he is not only in control of the top positions of that  agency, but 
he is in control of the personnel offices within the agencies that have 
charge of the hiring and promotional practices.
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As I have indicated, that always seems to be a factor in the agencies 
that, the people in these positions usually tend to hire white peop le; and 
t he black is always on the short end of the stick.

Air. McClory. I  would like to have some specific instances, if you 
could supply us that, it would be very helpful to us. I don 't th ink we 
want to assume tha t merely because a person is of a par ticu lar color 
in the personnel office, that  they are discriminating,  necessarily; 1 
would hate to feel that.

In my own case, I know I have the opportuni ty to h ire people, and 
during part  of my career the top-salaried person on my whole staff 
has been a black woman, and she has been with me for  20 years, even 
before I came to Congress. But she is the best woman I could find— 
the best person I could find. [Laughter. ] And tha t was the reason she 
was in the job.

At r. .Johnson. Well, I  think that the stati stics th at the Civil Service 
Commission pu ts out a ttest  to the fact that  this  situa tion exists in the 
agencies, otherwise the statistics would be different.

Mr. McClory. Well, if we are going on the basis of statistics and 
percentages, tha t is one t hing; but i f we are going with respect to cases 
and instances of discrimination, tha t is something else, and i t’s a whole 
lot more persuasive. Thank you.

Air. Edwards. Air. AViggins?
Mr. AATggins. Air. Alitchell, what do you perceive in conceptual form 

“equal employment oppor tuni ty” to be (
Air. Mitchell. Not only must there be dedication within the  agency 

to hire the best qualified people regardless of e thnic background, but 
when you have a situation such as the one at NASA where ther e is 
apparent ly an unreceptive  attitude  toward  minorities, looking from 
the outside, some concentrated effort must, be made to overcome th at 
appearance to assure that  all candida tes are attracted  equally. Not 
only must there be equal employment policies within the organizat ion, 
but there must be equal attraction to applicants.

I think your notion of seeing what NASA has to say and offering 
us a chance to rebut it is a good one because this committee has the 
power to persuade NASA to provide informat ion. Our task force did  
meet with I)r. Fletcher and Dr. McConnell, and we got some inform a
tion. Your committee, though, has the same kind of leverage as the 
Federal contract compliance officer has when he comes around to visit 
a private company. You can insist on getting full disclosure, or full 
information, whereas we tend to be given bits and pieces of what hap
pens to be in existence at the time.

One of the special problems at NASA, as I  indicated, would prob
ably be the high volume of professional ly trained positions requiring 
extensive education; and it might be tha t one profitable line of inquiry 
for this committee is the development of a profile of NAS A’s em
ployees by job category and grade level to compare with statistics  
throughout the country to provide some s tandard of performance.  I 
don’t thin k you could take the Government employment picture and 
apply tha t to NASA any more than you could take the overall NASA 
employment situation and apply tha t to each NASA installation. Each  
installation has its part icular problems. If  you look at each NASA 
installation you will find tha t some are located in areas with re latively  
high Spanish population with low black popula tion while others are
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located in areas with high black population and virtually no Spanish population.
We have to have some sort of a measuring stick, and the lack of it is a real stumbling  block to evaluation of NASA. Absent a cogently developed measuring stick agains t which we can compare perfo rmance, the only comparison tha t can be made is between the in-house employment and the contractors’ employment, which I mentioned earlier.
Mr. Wiggins. I accept that as a fai r statement of what equal opportu nity  employment means, your observation provides an opportunity to enter employment, and advance within employment on the basis of qualification, rath er than  on the basis of nongermane factors such as special areas of discrimination.
Recognizing that,  I think and agree that  it imposes a special burden upon an employer who believes in his heart tha t a concept of aggressively recruit if his employment profile rellects a low employment, a wlow distribution of minorities.
Now, on the assumption tha t that  aggressive recrui tment occurs, do you agree t hat  actual hiring ought to  be unrelated to the rac ial makeup, or sexual makeup of the group recruited ? tMr. Mitchell. Well, now you are gettin g into the quota question.Mr. Wiggins. 1 want your perception of that.
Mr. Mitchell. I think there are many instances where there ought to l>e a reasonable representation of various minorities.
Mr. W iggins. So, within  the  concept of equal employment oppor tunity  there  is room for allocation of jobs as to simplify the opportunity to qualify for it.
Mr. Mitchell. Well, assuming the people are qualified—there is, perhaps, something wrong with the c riterion  of qualification in some instances—employers tend to fall back on test scores and not look at  the overall individual. Assuming there are qualified people, the employer has got  to look a t the overall availability of his potential  employees. They have got to come from somewhere in this statistical population. He’s got  to ask himself w hat is wrong i f his employment deviates from the statis tical population. lie has to do something so there is some reasonable representat ion of the  minorities which is reasonably proportional to the number of available applicants.However, if you take  a company of 100 employees and say th at exactly 51 or 52 of those employees ought to be women, and exactly  11 are going to be black; that is much too rigid.
Mr. W iggins. Well, then, as modified by your  la ter testimony your earlie r definition should be understood to mean that there is room within the concept of equal employment oppor tunity for allocation of *some jobs on the basis of race?
Mr. Mitchell. Well, I hold back from the word “allocation” because it's  too rigid. I am saying tha t an employer should look at  his statistic s and make an earnest effort to achieve some reasonable meas- *urement of f air  employment opp ortunity ; there is no doubt about that.He may draw tha t yardst ick from the local job market, from the professions involved, or  from any number of sources. But he should have some way of measuring his performance. If  his performance  is not adequate, he should inquire into why it is not.



Mr. W iggins. I  agr ee,  I  am qu ite  convinced th at  if  an  em plo yer's 
pro file  de mo nstra tes  low employ ment,  id ent ifia ble , of  m ino rit ies , the re  
are  very suspicious circum stance s wh ich  o ug ht  to prom pt  an  a dm in is
tr a to r to  a sk why t ha t occurs . M y pro blem is w ha t the  response  sh ould 
be by th at  a dm in ist ra to r.

An d, I ga th er  fro m yo ur  t est imony th at  among the  too ls avail able 
to  him  might  ap pr op riately be—I  do n' t wa nt  to use alloca tion fo r 
minorit ies —but  some all ocation  of jobs among identi fiab le minoriti es.

Mr. Brown. I f  I  ca n respond, Mr. W igg ins, I th in k it  ha s to  be c lea r 
because of  th e pa tter ns  of  d isc rim ina tio n th at hav e been c lea rly  ide nt i
fied an d,  I  th ink,  subs tant ia ted by stat is tic al  pa tte rns, th at  any suc
cess ful affi rma tive  ac tion effo rt mu st inc lud e tlie se tti ng  of  goals  fo r 
emplo ym ent  o f minoriti es.  I see no othe r way  to close the treme ndous 
ga p caused by discrim ina tio n wi thou t, us ing  you r word,  ‘'allocati ons,’’ 
goa ls, stan da rd s, or  gu ide lines which  m ust  be met by  em ployers, e ith er  
Fe de ra l or  p riv ate. I t  seems to me th er e is ju st  no othe r rea lis tic  way  
if  we a re serious  a bo ut  solv ing  th e problem . We ju st  c an ’t say  that  we 
wa nt  equal  opport unity ; we hav e to tak e some affirmat ive act ion . I  see 
no othe r kind  of  affi rma tive  act ion  th at could  do it  as well as se tti ng  
some specific kind s o f goals.  Obv iously  there h as  go t to  be some rea son
able  l eeway, bu t it  seems to  me  th at wi thou t some specific k ind of  goal,  
or guide lines the ga p will con tinue to  gro w. I  t hi nk  tha t is g oing  to be 
the case ev erywhere  un less  we take  some serio us a ffirm ative  act ion .

Mr . W iggins. Pe rh ap s I  am hu ng  up on the wo rd “o pp or tu ni ty ,” I 
rea lly  th in k th at you  see a desirable objective, a more equal dis tr i
bu tio n of  emplo yment—I  am no t pos itiv e, at  lea st, th a t the 14th 
amend ment, or  the 5th  amendm ent  ma ndate s an  equ itable  dis tr i
bution ; in fac t, it  m ight  m anda te the contr ary.

We ll, th a t’s my ha ng up , th is  wo rd “o pp or tuni ty ,” it  seems  to be 
inc onsis ten t, to me, wi th some so rt of  an equ itable  di st ribu tio n of 
emplo ym ent  whi ch reflects the rac ial  factor , and sex fac tor .

Mr.  Brown. I  th in k par t of th at , if  I mav make one more remark , 
is wh eth er  resu lts  hav e an ythi ng  to  do wi th  “o pp or tu ni ty .” I  th in k 
we c an eas ily  m ake  st ate me nts  about “opp or tu ni ty ,” bu t at  some po int 
we hav e to  examin e wha t th e resu lts  of  those effo rts are. I th in k the  
res ult s to da te  ind ica te th at  we h ave  g ot  to beg in to look at  the kin ds  
of  g uid elines and goals  we are  discus sing now to make pro gre ss.

Mr. W iggins. Well , absence of freedo m fro m vario us  di sc rim ina
tio ns  is no t a righ t o nly  of  th e m ino riti es,  i t is a ri ght o f a ll Am eric ans . 
Once we s ta rt  r ecogniz ing  thi s more equit able di str ibut ion we at  least  
come close to  t re ad in g upon  t he  righ ts  of  those who may be exc lude d 
fro m emplo yment  because the y do n' t fit the op tim um  prof ile wi th in  a 
giv en i nd us try , or  employer.

Ms. Salinas. Mr.  Wigg ins , with  rega rd  to  wh at you  ju st  said, 
you m ight  question how  em plo ym ent d isp ar iti es  occu rred, if  in  f ac t we 
are  all  crea ted  equal un de r the  Co ns tituti on . Who  suffere d to cre ate  
thes e gaps.  We ou gh t to  look at the  makeu p o f the p op ulati on , and  wha t 
hav e been  facts  in employment.

It  seems to me the  ter m “d isc rim inat ion” comes in her e if  we do n’t 
in fact  do s om eth ing  a ctively to br idge  t ha t gap. In  t al ki ng  abo ut the  
per son  most qua lified fo r the job;  as it  was mentioned,  we have  to 
questio n the cr ite ria  fo r qua lificat ion , and also the  po tent ia ls  fo r 
ge tti ng  those qua lificat ions. W ha t is the po tent ia l?  One  migh t be
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able to judge an employer if lie has input into the potentials for getting 
the qualifications.

NASA has quite extensive education programs for promoting 
scientists in these fields which are applicable to NASA. It  seems to 
this witness tha t NASA is not trying to overcome tha t gap qualifica
tion when they are only allocating  49 percent of all scholarship moneys 
to minority colleges, and I think  that  figure may he inflated. If  the 
system is in fact such that,  hypothetically,  95 percent, or 94 percent of 
all engineers are white males, we cannot increase the number in per
centages of minorities and women, unless a much larger portion  than  
the 49 percent goes to the education of some of these people. The 
system has perpetuated white men becoming engineers; and it would 
seem to me that if there was good intent. 100 percent of the money 
which NASA puts out for scholarships should go to educate women 
and minorities in the scientific area, so they don't have to say, we 
can't find educated people.

Mr. F iekra. I think we touched on several points involving equal 
oppor tunity . I think for example the recruitment, when vacancies 
are open, where is the recruitm ent being conducted; what kind of 
information is released, and to what areas. When we talk  about equal 
opportunity we have to also talk  about equal access to informat ion, 
to knowledge of those vacancies.

Additionally we talk about the potential of applicants , or, let's say, 
Spanish-surnamed; let's look a t the economic factor, let's look at the 
educational involvement of the minorities, Spanish-surnamed; let's 
look at the dollars, the billions of dollars t ha t NASA has in contracts 
tha t can provide economic basis for minorities in Spanish communities.
And whom are they giving the contracts? They are  perpetuat ing their 
own large corporations, and yet they have mandated—we see a total 
picture, not just jobs, but how those jobs are affected by everything that 
NASA does, their contract ing, thei r educational programs, recruit
ment. all these things are related. We are talk ing about the  gaps tha t 
have to be closed. They have to be looked at,  the  objectives have to  be 
seriously looked at not just in terms of getting a higher number of 
minorities and Spanish-surnamed in the programs; but in addition  
look at the to tal complex of NASA, their policies and procedures tha t 
directly affect us in one way or another.

So. 1 am concerned about the gap. I am concerned about equal em
ployment opportunity , but I am also concerned about equal access, 
equal knowledge, equal oppor tunity in the contracting, contract com
pliance, and so forth.

This is the kind of program tha t NASA has to  develop, you know, 
so tha t it can realistical ly begin to assist minorities  and say they do «
have an equal opportuni ty program.

You know, also I am concerned about minority  women. You know, 
when you look at Spanish-surnamed women, they are the lowest of any 
group, for tha t mat ter, in the employment of NASA, the Spanisli-sur- »
named women. So I am concerned th at it’s also reflected in those areas.

Mr. Edwards. Before I recognize counsel the  chairman  would like 
to say tha t we are honored to have in  the  hearing room with us today 
Mrs. Harris.

Ms. Robixsox. In  view of our time I will try  to be very brief.
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I am wondering, Mr. Brown, i f in view of the fact th at 47 percent of 
NASA’s jobs are nontechnical jobs, whether or not you th ink it would 
be he lpful for NASA to, say, recruit at junior colleges, nontechnical 
high schools, and so fo rth tha t have large Spanish-speaking popula
tions, or large black population, or female population.

Mr. Brown. Most certainly.  I think  that the technical natu re of 
employment as an excuse for not employing minorities has been over
used, and as I indicated earlier, it cannot really be substantiated. I 
think progress in this area, as in any other, is relative. For  example, 
one of the yardsticks fo r comparison that we used in our testimony this 
morning was a comparison of NASA to other agencies. One agency 
tha t might be somewhat similar as far  as technical skills and technical 
jobs is the Atomic Energy Commission which is the next worse. The 
gap between the AEC and NASA is tremendous—over 12 percent 
minority employment for the Atomic Energy Commission, and under 
G percent for NASA. I t seems to me th at tha t s tatistic in itself would 
tell us something about the technical skills argument.

1 believe th at it certainly  would he helpful , knowing that almost 50 
percent of NASA's jobs are nontechnical, what does the 5 percent 
minority employment mean in terms of tha t statistic . It  means to me 
tha t there has not been an effective equal opportuni ty program at 
NASA, and tha t someone has got to make sure that  there is one in the 
future . There are times of mislakes, times of intransigence; and one 
wav to do that  is following the suggestion made by Ms. Harris .

Mr. McClory. Will the gentlelady yield?
It seems to me your argument there, though, leads us into a very 

serious thing, and tha t is tha t you hi re people f rom minority  groups 
for low-level jobs; and then the statistic s are going to come up and 
show th at the low-level jobs, the nontechnical jobs where you want to 
give the o pportunity to these people is going  to persist, and you have 
all the top-level, technical, scientific jobs held by the  whites. And then 
they are going to say, now, look, they are only giving the low-level 
jobs to the blacks and the Spanish-surnamed, and all the cream is 
going to the white males. Th at’s going to look pret ty bad. isn't  it?

Mr. Brown. Tha t is a very good point. As you recall, I was respond
ing to specific questions about the nontechnical employment. I certainly 
would not restr ict the employment oppor tunity to the nontechnical 
category. I certainly think we have to pursue recruiting  efforts di
rected at the number of minority  students  coming out of technical 
schools. I  would certa inly hope because we are now identifying areas 
where the technical argument cannot be used, tha t we would then 
cease to rec ruit in areas where technical skills can be used. I  certainly  
don’t mean to imply  that .

Ms. Robinson. I would point out tha t a number of nontechnical 
positions are not, they are far  from low-grade positions; they would 
be among the upper echelon positions for NASA.

Ms. Salinas, I wonder if you can tell us whether or not to your 
knowledge NASA has ever launched a female into space?

Ms. Salinas. NASA believes in equal opportuni ty for all. and they 
have in fact launched females into space. Maybe they don’t mean op
portunit ies for humans here, because the three  females who have been 
launched into space whose names were Anita , Arabelle, and Miss 
Baker; two of them were spiders, and one was a monkey.
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Ms. Robinson. Mr. Fi er ro , I am wo nderi ng  if you know wh eth er 
or  not NA SA  pa rti cipa ted in the  conference recent ly in tow n here  
th at  was held , t he  C onference  o f t he Sp an ish  T ask Force of  E ng ineers 
and Scien tist s? I am wo nderi ng  wh eth er or  no t NA SA  pa rti cipa ted.

M r. F ierro. No, they  d id  no t.
Ms. Robinson. They did not partic ipate  in that . Thank you.
M r. F ierro. Th e Ato mic  Energ y Com mission  was involve d with 

a numb er of Sp an ish  speaking  grou ps, se tti ng  u p pro gra ms . I am not 
fa m ili ar  with the  log istics of  the hos ts th at  were involve d, bu t I know 
th at  NA SA  was not invo lved . Maybe it was an ov ersigh t; maybe they 
did  no t accept . I  don ’t know the d eta ils .

Mr . E dwards. I  regr et  tha t we are  b ein g remo ved for cib ly fro m th is 
room , not  because of  t he sub jec t mat te r bu t because------

Mr. McClory. Di scrim ina tio n. [L au gh ter.]
Mr . Edwards [con tin uing ]. The en tire Ju di ci ar y Com mit tee  is be

ing c ap tured by the im peach me nt inq uir ies , an d the re  is some thing  that  
is going  to  go on in rega rds to th a t ; a pp aren tly  t hat  has  p rior ity over 
th is  very  im po rta nt  sub jec t th at  is very  c lose to the he ar ts of th is  sub 
comm itte e; not only are  we very  m uch invo lved  at the moral level , but 
we are  also c harge d bv the  Fu ll Com mit tee  on  the  J ud ic ia ry  wi th the  
res ponsibi lity , a nd  i n a dd ition  to t hat  we a re charge d by t he Execu tive 
Ord er  of the Pres iden t of  the  Un ite d State s to make ce rta in  th at  all 
agencie s comply wi th  the  Execu tive orde r on equal op po rtun ity  in 
Fe de ra l emp loymen t.

AV e a re goi ng to  have  dow n the road, 1 trus t in not  too many weeks. 
Dr. Fletch er  who is go ing  to  come here  per son ally.

Tomorrow we w ill have some officials f rom  N AS A,  and  we are look
ing fo rw ard to he ar ing from them . We mi gh t be in tou ch wi th  you 
fo r some writ ten ans wers to questions th at  Mrs. Robinson  wante d to 
ask,  an d we didn ’t get to.

But. on beha lf of the  f ul l com mit tee I  w an t to  say we a re very gra te 
ful fo r y ou r excelle nt tes tim ony th is mo rning , and  we now  are  in recess 
un til  10 a.m. tom orrow morning  in the same room.

| AAdiereupon, the subco mm ittee hea rin g was a djou rned , to  reconvene  
at 10 a.m., Th ur sd ay , Marc h 14, 1974.]



NASA'S EQUAL OPPORTUNITY PROGRAM

T H U R SD A Y , M A R CH  14 , 19 74

H ouse of R epresentatives.
Civil  R ights and Constitutional  R ights  Subcommittee

of the Committee on the J udiciary,
Washington, D.C.

The subcommittee met. pursuant to notices, at 10 a.m.. in room 2237,
Rayburn House Office Building, Hon. Hon Edwards  [chairman of the subcommittee] presiding.

Pre sen t: Representatives Edwards, Drinan , and McClory.
Also present : Alan A. Pa rker. counsel: Ruth (). Robinson, assistant 

counsel; and Michael AV. Blommer, associate counsel.
Mr. Edwards. The subcommittee will come to order.
AA e are going to begin even though some of the other members of 

the. subcommittee ha ve been delayed because the hearing this morning 
might  be rath er lengthy and we would like to get as much information into the record as possible.

AA e are continu ing th is morning with oversight hearings relative to 
the equal opportunity  program of NASA.

NASA s equal oppor tunity  program was developed purs uant to
Executive Orde r 11478, which is complemented bv Title VII of the 
1964 Civil Rights Act (Public Law 88—352). In the Executive Order, President Nixon s tat ed :

A dd iti on al  step s,  ho wev er  are  ca lle d fo r in  o rd er  to st re ngth en  an d ass ure  
fu lly eq ua l em pl oy m en t i n th e  F ed er al  Gov ernm en t.

Furth er—
Thi s jH>licy of  equ al  op]H >rtunity  a pp lies  to  and m us t he an  i n te gra l pa rt  of  eve ry  

as pe ct  of  p er so nn el  po lic y an d pra ct ic e in th e em ploy men t, de ve lopm en t, advan ce 
men t, an d tr ea tm en t of ci vi li an  em ploy ee s of  th e  Fed er al  Gov er nm en t . . . The  
he ad  of  ea ch  Exe cu tive  depart m en t and  ag en cy  sh al l es ta bli sh  an d m ain ta in  an  
aff irm sitive pr og ra m  of  eq ua l em ploy men t op ix> rtu ni ty fo r al l ci vi lian  em ploy ees 
and a ppli ca nts  f or  empl oy men t w ithi n hi s j uri sd ic tion .

Yesterday, we received some disturbing testimony from the  repre
sentatives of five nationally recognized civil righ ts organizations. Their 
individual testimony graphically  delineated the need for continued 
and vigorous oversight in the civil rights area. AAV are honored this 
morning with having a group  of officials from NASA, and I believe 
on my right, we have Mr. Willis II . Shapley, Associate Deputy Admin
istra tor, National Aeronautics and Space Administration* Next to 
him—Mr. Johnson is General Counsel.

Next to Mr. Shapley we have Mr. Bernard Moritz. Deputy Associate 
Administrator for Organization and Management; is that correct?

Next to Mr. Moritz, we have Dr. Dudley McConnell. Assistant  
Administrator for Equal Opportun ity Programs.
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Would you. Dr. McConnell introduce the gentleman?
Dr. McConnell. Thank you very much. On my righ t is Ms. Benita 

Sidwell who is Assistant Director of  Personnel at the Goddard Space 
Flight Center, then Dr. John Clark, who is Director of the  Goddard 
Space Flig ht Center, and Jim  Mundy, EEO Officer at the Goddard 
Space F light Center.

Mr. Edwards. Welcome. The committee welcomes you all.
Mr. Shapley, would you proceed with your  testimony ?

TESTIMONY OF W ILL IS H. SHAPLEY, ASSOCIATE DEPUTY ADMIN
ISTRATOR, NASA, ACCOMPANIED BY R. T. JOHNSON, GENERAL 
COUNSEL; BERNARD MORITZ, DEPUTY ASSOCIATE ADMINISTRA
TOR, ORGANIZATION AND MANAGEMENT; BENITA SIDWELL, 
ASSISTANT DIRECTOR OF PERSONNEL:  DR. JOHN CLARK, DI 
RECTOR; DR. DUDLEY McCONNELL, ASSISTANT ADMINIST RA
TOR, EQUAL OPPORTUNITY PROGRAMS; AND JIM  MUNDY, EEO 
OFFICER, GODDARD SPACE FLIGHT  CENTER

Air. Shapley. Thank you very much, Mr. Chairman.
T have a very brief  statement of which copies are available to the 

committee and others present which I believe will be helpful in plac
ing in perspective the statements of the other  witnesses, and which 
will also give me opportunity to express top management’s commit
ment to the goal of assuring equal opportuni ty in all aspects of our 
programs and commitments to the implementation of effectiveequal 
oppor tunity programs both interna lly and with contractors in our 
areas of responsibility.

Our principal witness today is Dr. Dudley McConnell, our Assistant
Administrator for Equal Opportunity Programs, who will discuss in 
detail our current equal opportunity  programs.

I would suggest, Mr. Chairman,  it might  be most appropria te for 
the flow of testimony if his statement followed mine.

We also have M r.'Bernard  Moritz, our Deputy Associate Adminis
tra tor for Organization and Management, who will comment briefly 
on the evolution of EEO activities within NASA.

Also Dr. John Clark , the Director of NASA ’s Goddard Space Fli ght  
Center in Greenbelt, Md., who will discuss EEO activities at the 
Center as the commi ttee has requested.

The other NASA employees the subcommittee requested to  appear 
are here I believe as requested in your lette r of  Fe bruary 28, 1974.

Since this  is, T believe, the first time NASA has appea red before 
the subcommittee of the Committee on the Judiciary , let me say a 
very few words on what NASA is and what NA SA does.

NASA is the agency responsible for the Nation’s nonmilitarv ac
tivities  in space and aeronautics. At the present  time, some of our 
principa l activities are;  development of the space shutt le—a reusable 
vehicle combining features  of rockets and airplanes—to provide an 
economical means for  working in space on a rout ine basis : developing 
and operat ing experimental satellites for practical applications, of 
which the EBTS satellites developed at the Goddard Space Flight  
Center to survey and monitor  resources on earth and improved weather 
satellites are examples: launching a wide variety of scientific satel
lites, including probes to explore the planets of the solar system:  and
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aeronautical research and technology for unproved, more economical, 
and environmentally acceptable aircraft.

NASA does its work throu gh 10 major field centers around the 
country and through universities and industria l contractors through
out the Uni ted States. The 10 NASA centers, with the  Headquar ters in  
Washing ton, comprise about 25,000 civil service employees. At the 
centers, the civil service stall' is supported by an approximately equal, 
in total, number of support contractor personnel. As Hr. McConnell 
will explain, NASA's  KEO responsibilities extend to all civil service 
personnel, of  course, under the Executive order, and to personnel of 
NASA contractors located at or near NASA centers. EEO  responsi
bility for other NASA contractors is assigned by the  Office of Federa l 
Contract Compliance (OFC C) to other  Government agencies on an 
indust ry basis.

Now, Mr. Chairman, let me address NASA's situation in Equal
* Employment Oppor tunity . Huring the past few months we have re

sponded to many questions on EEO matters from our legislative over
sight committees in the House and Senate, to other committees—-in- 
eluding your Subcommittee, Mr. Chairman—and from many indi-

» vidual Members of  Congress. We have testified on EEO matters at
length  before the Senate Committee on Aeronaut ical and Space 
Sciences on two occasions and before the III  O-Space Science Sub
committee of the Committee on Appropriations in the Senate. Our 
statements before these committees are matte rs of public record. M e 
have answered as completely as we can the detailed questions this  sub
committee has submit ted to us. I will, therefore, summarize the situa 
tion as we see it briefly.

Mr. Chairman, NASA has earned and takes a great pride in its 
reputat ion of being an organiza tion that  accepts difficult challenges 
and gets things  done. We have met the challenge of landing men on 
the moon, we have sent spacecraft to Jupi ter  and beyond, and have 
just  completed a very successful mission with Skylab. We are making 
great scientific discoveries, have advanced the Nation's technology, 
and have shown how to use what we have learned in space for the 
benefit of people on earth.

In retrospect, however, we realize that  while we are building our 
organization in the 1960’s we were growing and concent rating on the 
technical challenges of the 1960’s, NASA should have done much more 
to att rac t minorities and women into its work forces. Thus, as we 
moved into the 1970’s we faced a new challenge—the challenge of 
catching up in a most important area of human need.

This challenge has proved to be very difficult, for two reasons: the
* sharp  reduction in our work force durin g the period 1969 and the 

fact tha t our workers, a large component of our work force is highly 
technical in nature.

Let me explain. Our work force has decreased by nearly one-third
* since the  peak of the Apollo program. We have had reductions across 

the beard of over 1.500 » eople in each of the last 1 years. This means 
v e have been able to hire  only a very few people in recent years. And 
when you cannot brin g in new people, it is impossible to make sig
nificant changes in the percentage of any group, the minor itv groups, 
women as a group, within the work force. Even though the hiri ng 
we did do la st year was at more than three times the percentage of
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minorit ies  now in NA SA , the  tot al num ber s we cou ld hir e were  so small th at  the  overa ll effect was o nly  a small increase  in the  per cen tage of  minorit ies  w ith in NA SA .
Ab out 47 p erc ent o f o ur  peo ple are  sc ien tist s and  eng inee rs. Of these,  3.4 per cent are minorit ies , com par ed to a na tionw ide  per cen tage of minorit ies  in th is  c ate gory of  3.5 perce nt—not a signif ica nt difference.  B ut when we tr v  to hi re  m ino rit ies  o r women sc ien tis ts and  eng ineers  we find  th at  the y are  al read y in high dem and . For example, in 1972, only 579 mi norit ies  an d 519 women were gr ad ua ted in en gin ee rin g;  th ei r ave rag e s ta rt in g sa lar ies  were $1,200 to  $1,700 m ore th an  we were  then  allowed  to offer. On th at  po int  I should  say  jus t now the  Civ il Service  Comm ission  is ta ki ng  act ion s th at  will pe rm it us and othe r agencies  to make be tte r oilers  to scient ists  and eng ineers  en terin g the Federal  service with  bachelors  degrees. We ce rta in ly  hope th is will he lp us in the  com ing yea r.
In  spi te of these difficulties,  and I am pr es en tin g th ese as d ifficul ties, not as excuses, we have ma de and rep ort ed to Con gress specific commi tm ents to make sig nif ica nt improvem ents in the com ing yea r. Our  wo rk forc e is now sta bi liz ing fo r the  first time in several yea rs, and  we will be able  to hir e a fa ir  num ber of new people. To meet the  ch al leng e:
1. B e have e stablis hed  difficu lt, but  we believe att aina ble, goals  and tim etables. I)r.  McCon nell will cover the se in  his  stat em ent.
2. We will spec ifica lly hold our ma nagers accoun tab le fo r meeting  thes e g oals  and  time tab les .
I he second point  is par tic ul ar ly  i mp or tan t. The reason we have done so well in ou r space  prog ram is th at  ou r ma nagers have been directl y resp ons ible  and acc oun tab le fo r Ihe ach ieve ment of  predete rm ine d results. We are  now ap plyi ng  the  same techniqu es in the  F F O  pr ogr am s:  Line manag ement  in He ad qu ar ters and  at the  field cen ters know what th ei r EEO  g oals and  objectives ar e;  they  w ill perio dic ally 

rep or t again st thes e goals : and  th ei r overall  pe rfo rm ance  as m anagers  will be measured not only by th ei r tec hnica l ach ievements in ae rona utics a nd  space b ut also by th ei r a cco mplish ments  in meeting th ei r K EO  goals  and object ives.
I migh t mentio n, Mr. Ch airm an , as a pa rt  o f t hi s pa tter n we will be •check ing more  closely fro m he ad qu ar ters  in the  fu tu re  on what and how the  field cen ters  are  do ing in insti tut ion al  manag ement  mat ters  ge neral ly,  of which EE O is an i mpo rta nt  co mpo nen t.
On Ma rch  5 we ann oun ced  a reo rgan iza tio n which goes into effect fo rm ally  tom orrow un de r which the  di rec tor s of  each of ou r field cen ters. Dr . Clark  fo r Go dd ard and Dr.  K ra ft  fo r the  Johnson Space Flight Cente r, fo r example, will repo rt di rect ly  to a sing le, a new single  official in NA SA Hea dq ua rte rs  who  will be responsible for  ove rsig ht  and sup erv isio n of  all ac tiv itie s at the cen ters . Th is orga niza tio na l chan ge will pro vid e, we t hink , a much st ro ng er  ch annel of  contro l of act ivi ties of  the  field cen ters  fro m XA SA  Hea dq ua rte rs  and am ong the  impo rta nt  by prod uc ts of  this , T th in k will  be  a str en gthe ning of  our  ha nd lin g and  c entra lized  s upe rvision of  E EO  opera tio ns  a t each of the cente rs.
Th e methods whi ch we hav e un de rta ke n,  the goa ls an d tim etable s, an d accountab ilit y—will undoub ted ly help us make some improveme nts  in  o ur  si tuat ion in t he  sh ort  run . But  we are also addre ss ing  th e long er  ran ge  pro blem of  inc rea sin g the  av ai labi lit y of  mi norit ies  and
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women in engineering and scientific fields. This is done through co
operative education programs, research fellowships, and other efforts. 
Dr. McConnell will describe these and other  short and long-range 
initiatives in his statement.

Mr. Chairman, all of NASA's  management recognize tha t NASA 
must do better in EEC. We are proud of our accomplishments in 
aeronautics and space and we want to make a record in EEO of which 
we can be equally proud. The affirmative actions we are taking are 
designed to make NASA an agency in which the creativ ity and capa
bilities of  all persons without regard to race or sex are utilized to the 
fullest in achieving our Nation’s goals in aeronautics and space.

I assure you, Mr. Chairman, tha t NASA's  management from Dr. 
Fletcher and Dr. Low, down view the challenge of our EEO goals 
with the same determinat ion and commitment as we view our technical 
goals. Mr. Chairman, this concludes my statement.

[The prepared  statement of Willis If . Shapley follows:]
Stateme nt  of W il li s II . S ha pl ey , Asso cia te  D epu ty  Adm ini str ator , National 

Aeronautic s and Space A dm inist ra tion

Mr. C hai rm an  an d Mem bers of  th e  Subcom m it te e: I am  pl ea se d to  appear 
be fo re  you to da y to  ex pr es s NA SA  to p m an ag em en t’s co m m itm en t to  th e  go al  of  
as su ri ng  e qu al  opport unity  in  al l as pe ct s of  our pr ogra m s an d to  th e  im ple m en ta 
tion  of  ef fecti ve  oppor tu ni ty  pro gr am s bo th  in te rn a ll y  an d w ith  con tr acto rs  
in  ou r a re as of  re sp on sibi li ty .

Dr. Dud ley Mc Connell,  our  A ss is ta n t A dm in is tr a to r fo r Equal  O pportunity 
Pro gr am s,  w ill  di sc us s our  cu rr en t pro gra m s in  de ta il . Mr . B ern ard  M or itz , 
De pu ty  Ass oc ia te  A dm in is tr a to r fo r O rg an iz at io n and M an ag em en t, w ill  c om men t 
br iefly  on th e  e vo lu tio n of  E EO  acti v it ie s w ithin  NAS A. Dr . Jo hn  C la rk , D ir ec to r 
of  NA SA’s G od da rd  Sp ac e F li gh t C en te r in Green be lt,  M ar yl an d,  will  di sc us s 
EE O ac ti v it ie s a t hi s Cen ter. The  o th er NA SA  em ployees th e  Su bc om m itt ee  
re qu es te d to  appear a re  he re , I be lieve , to  te s ti fy  as  re qu es te d in  th e  C hair m an’s 
le tt e r of F eb ru ary  28, 1974.

Sinc e th is  is, I be lie ve , th e  fi rs t tim e NASA has  ap pea re d be fo re  th e  Subcom 
m it te e of  th e  Com m itt ee  on th e Ju d ic ia ry , le t me  sa y a ve ry  few w ord s on w hat  
NA SA  is  and  w hat NA SA does.

NASA is  th e  ag en cy  re sp on sibl e fo r th e  nati on 's  no n-m il it ar y ac ti v it ie s in  
sp ac e and ae ro nau tics . At  th e  pr es en t tim e,  some  of  our pr in ci pa l ac ti v it ie s a r e : 
de ve lopm en t of  th e sp ac e sh u tt le —a re usa ble  ve hicle co mbining  fe a tu re s of  
ro ck et s and a ir p la nes—to  pr ov id e an  ec on om ical mea ns  fo r wor king  in sp ac e on 
a ro utine b asi s;  de ve loping  an d oper at in g  ex per im en ta l sa te ll it es fo r pra cti cal 
ap pl ic at io ns , of  which  th e ERTS sa te ll it es to  su rv ey  an d m on itor  re so ur ce s on 
ea rt h  an d im pr ov ed  w ea th er sa te ll it es a re  exam p le s; la un ch in g o f a wide vari e ty  
of sc ient ifi c sa te ll it es , in cl ud in g prob es  to  e xp lo re  tlie pla net s of  th e so la r sy st em  ; 
an d aero nau ti ca l re se ar ch  an d tech no logy  fo r im prov ed , more econom ica l, an d 
en vi ro nm en ta lly ac ce pt ab le  a ir c ra ft .

NASA do es  it s wor k th ro ugh te n m aj or fie ld ce nte rs  ar ound th e co un try an d 
th ro ug h un iv er si ti es  and in dustr ia l co ntr acto rs  th ro ughout th e  U ni te d Sta te s.

•  The  ten NASA ce nt er s,  w ith th e H eadquart ers  in W as hi ng ton,  co mpr ise about 
25,000 civi l se rv ic e em ployees. At  th e ce nt er s,  tlie civi l se rv ice st af f is su pp ort ed  
by an  ap pro xi m at el y eq ua l, in  to ta l,  nu m ber  of  su ppo rt  con tr acto r pe rs on ne l. As 
Dr . Mc Connell w ill  ex pl ai n,  NA SA 's EEO  re sp on sibi li ties  ex te nd  to  a ll  NAS A 
civi l se rv ice pe rs on ne l, of  co urse , an d to  pe rs on ne l of  NA SA contr acto rs  lo ca te d

•  a t or  near NASA ce nt er s.  EE O re sp on sibi li ty  fo r o th er NAS A contr acto rs  is  
as sign ed  by tli e Office of  Fed er al  C ontr ac t Com pl ian ce  (O FC C)  to  o th er gove rn 
m en t ag en ci es  o n an  i ndust ry  ba sis .

Now  le t me  ad dre ss  NA SA 's si tu a ti on  in  E qual  Empl oy men t O pp or tu ni ty . D ur
ing th e past  few mon th s we  ha ve  re sp on de d to  m an y qu es tion s on EEO  m att ers  
fr om  ou r le gis la tive ov er si gh t co m m itt ee s in  th e Hou se  an d Sen at e,  o th er com
m it te es —in cl ud in g your  Su bc om mitt ee , Mr . C ha irm an —an d from  in d iv id ual 
mem be rs  of  Co ng res s. We ha ve  te st if ied on EEO  m att ers  be fo re  th e  Sen at e Co m
m it te e on  A er onau ti ca l an d Sp ac e Sc ien ce s on tw o oc ca sio ns  and  be fo re  th e 
HUD-Spa ce -Scien ce  Su bc om m itt ee  of th e  Com m itt ee  on A ppro pri at io ns of  th e 
Se na te . O ur  st a te m en ts  be fo re  th es e Com m itt ee s a re  m att ers  of  pub lic re co rd .
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We have answered as completely as we can the detailed questions this Subcommittee has submitted to us. I will, therefore, summarize the situat ion as we see it very briefly.
Mr. Chairman, NASA has earned and takes great  pride in its reputat ion of being aii organization tha t accepts dilflcult challenges and gets things done. We have met the challenge of landing men on the moon, we have sent a spacecraft to Jupiter  and beyond, and have jus t completed a very successful mission with Sky lab. We have made grea t scientific discoveries, have advanced the nat ions technology, and have shown how to use what we have learned in space for the benefit of people on earth.
Tn retrospect, however, we realize that while we are  building our organization, while we were growing and concentrating on the technical challenges of the 1960’s, NASA should have done much more to att ract minorities and women. Thus, as we moved into the 1970's we faced a new challenge—the challenge of catching up in a most impor tant area  of human need.This challenge has  proved to be very difficult, for two reasons: our declining work force, and our highly technical work force. Let me explain.Our work force has decreased by nearly one-third since the peak of the Apollo program. This means we have been able to hire only very few people in recent years. And when you cannot bring in many new people, i t is impossible to make significant changes in the percentage of any group within the work force. Even though the hir ing we did do last year was a t more than three  times the percentage of minorities now in NASA, the total numbers we could hire were so small tha t the overall effect was only a small increase in the percentage of minorities within NASA.
About forty-seven percent of our people arc* scientists and engineers. Of these, 3.4 percent are minorities, compared to a nation-wide percentage of minorities in this category of 3.5 percent—not a significant difference. But when we try to hire minorities or women scientists and engineers we find th at they are  already in high demand. For example, in 1972, only 579 minorities and 519 women were graduated in engineering; their  average start ing salaries  were $1,200 to $1,700 more than  we were then allowed to offer. Just  now, the  Civil Service Commission is taking  actions tha t will permit us to make better offers to scientists and engineers.
in spite of these difficulties, we have made and reported to Congress specific commitments to make significant improvements in the coming year. Our work force is now stabilizing for the first time in several years, and we will be able to hi re a  fair number of new people. To meet the challenge:(1) We have established difficult, but we believe attainable, goals and timetables. Dr. McConnell will cover these in his statement.(2) We will hold our managers accountable for meeting these goals and timetables.
The second point is particularly  important. The reason we have done so well in our space program is tha t our managers have been directly responsible and accountable for the achievement of predetermined results. We are now applying the same techniques in the EEO programs: Line management in Headquarters and a t the field centers know what their EEO goals and objectives are ; they will periodically report against these goals: and their  overall performance as managers will be measured not only by thei r achievements in aeronaut ics and space, but also by their accomplishments in meeting their EEO goals and objectives.These methods—goals and timetables, and accountability—will undoubtedly help us make some improvements in our situation in the short run. But we are also addressing the longer range problem of increasing the  avai lability  of minorities and women in engineering and scientific fields. This is done through cooperative and scientific fields. This is done through cooperative education programs, research fellowships and other efforts. Dr. McConnell will describe these and other short- and long-range initiatives in his statement.Mr. Chairman, all of NASA’s management recognize tha t NASA must do bette r in EEO. We are  proud of our accomplishments in aeronaut ics and space and we want to make a record in EEO of which we can be equally proud. The affirmative actions we are taking are designed to make NASA an agency in which the creativi ty and capabilities of all persons without regard to race or sex are utilized to the fullest in achieving our nation's goals in aeronautics and space.
I assure you tha t NASA’s management from Dr. Fletcher and Dr. Low down view’ the challenge of our EEO goals with the same determination and commit-
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ment as we view our technical goals. Mr. Chairman, this concludes my statement.

Mr. Edwards. Thank you very much, Mr. Shapley.
I see tha t we first invited Mr. Fletcher to testify, who is Admin

istra tor of NASA, on March 7. Mr. Fletcher wrote us on March 7 
in response to my letter of February  28, and Mr. Fletcher said tha t 
he would be unable to appear because—before the committee due to 
an out-of-town commitment and would like to have Mr. Shapley 
appear and testify in his place.

I wrote back to Mr. Fletche r on March 7 and suggested that we, 
the committee, would still want to have Mr. Fletcher and tha t Mr. 
Shapley would not be appropriate . Therefore, though you are very 
welcome today, Mr. Shapley, I think it ought to be made a par t of 
the record tha t we did not know you were coming, and tha t I had

* asked to have Mr. Fletcher testi fy, tha t he has apparently refused to testify.
Mr. S hapley. No, sir, Mr. Chairman, I believe the situat ion is th at 

as requested in your letter; we have now to work out a mutually> convenient date for Dr. Fletcher to appear.
Mr. E dwards. In  o ther words, he will accept our invi tation fur ther  down the road, is that correct?
Mr. S iiapley. Certain ly.
Mr. Edwards. Our next witness, I believe, will be Dr. Dudley Mc

Connell, Assistan t Adm inist rator for Equal Opportunity  Programs.Dr. McConnell. h

Dr. McConn ell. Thank you, Mr. Chairman.
Mr. Chairman and members of the subcommittee, I am pleased 

to have this  opportuni ty to discuss NASA’s equal opportuni ty pro
gram with you th is morning. By way of introduction, my position is 
tha t of A ssistant A dministr ator  fo r E qual Opportunity Programs  in  NASA. As such, I am the senior N ASA official regarding  EEO policy 
and programs. I report directly to the Administra tor. The position 
which I hold was created at the time of my appointment, Apr il 16, 
1973. Thus, I  have been direct ing th is program ju st under a year. The 
creation of my posit ion was p art  of a reorganization which ra ised the organizationa l placement of EEO programs within NASA.

The goals of the NASA equal opportuni ty program are :
1. The removal of d iscrimina tion in fact and appearance; and,
2. The implementa tion of affirmative action programs to insure the broadest possible part icipa tion of women and members of minor ity groups in NASA programs.

* These goals apply to the two princ ipal Equal Employment Opportunity (EE O) functions within NASA :
1. The internal EEO program for NAS A’s civil service employees; and

* 2. The contrac t compliance program for  NASA’s contractor employees.
Before discussing these programs in de tail, I would like to mention 

very briefly two closely related programs which contribute to the op
portun ities NASA affords minor ity communities: NASA’s minority 
business enterprise program and NAS A’s research programs at pre 
dominantly minority colleges.



Considerable ach ievements are  be ing  made in the  NASA  mi no rity 
bus ines s en ter pr ise  prog ram . Du rin g fiscal year 1973 N AS A aw ard ed 
$8.5 milli on  in c on tra cts  set asid e fo r minor ity  en ter pr ise s. Th is repi*e- 
sen ts 3.9 percen t of  the  to tal  of  such aw ards  by  all Go vernm ent a ge n
cies. In  fiscal ye ar  1972 th e com parab le pe rce nta ge  was  2.1 percen t. 
Since the ini tia l co nt ract  aw arded in Ju ne  1970, NASA  has  ch ann eled 
a to ta l of  $13.2 mil lion to  m inor ity  fi rms  as f ol lo ws:

Co nt ract
ac tions  Value

Fiscal ye ar :
1970 ....................................................................... x...............................................................................
1971 ......................................... . ......................... .................................................... ..........................
1 9 7 2 . . .______ ________________ _______ _______ __________ ______ _______ ________
1973............................ ............................................................................................................................

3 $76,909
41 1, 399, 530
68 3, 222, 050

105 8, 514, 542

217 13 ,213 ,031T o ta l....................................................................................................................................................

NA SA 's sta ted  goal  fo r fiscal year  1974 is to aw ard $11 mi llio n 
in c on tra cts  set aside fo r m inor ity  firms .

At tac he d as ex hibi t I is a comp ara tive analy sis  of minor ity  con 
trac ts  by civ ilia n agencies of  the  Federal  Gover nment  fo r the  per iod  
fiscal y ea r 1969 throu gh  1973. I t  indicate s tha t am ong 25 su ch agencies.  
NA SA  rank s fif th in to ta l do lla rs  a wa rde d. My office h as worked  and 
con tinues  to work very close ly wi th  the  Mino rity Bus iness Office.

Ag ain in close coordina tio n wi th my office, the  NA SA  Office o f  
Unive rs ity  Af fai rs has gr ea tly  increased its  research gr an ts  to pr e
do minan tly  mi no rity colleges ami  universit ies . In  the  intere st of time 
I will proceed directl y to the for ma l EEO  prog ram and  begin with 
the c on tra ct compliance  pr ogram .

Sin ce 1970 N AS A has ha d res ponsibi lity fo r the  EEO  compliance  
of  NA SA co ntr ac tors op erat ing on or  ne ar  NA SA  centers.  Un like 
some othe r agencies,  NA SA  does not have  industr y-w ide  com pliance  
responsibil itie s.

Th e o rgan iza tio n of NA SA 's c ompliance prog ram  reflec ts the na ture  
of its  compliance  res ponsibi lity . Th ere  is a contr ac t com pliance  grou p 
on the  E EO  staff  a t e ach insta lla tio n to con duc t the  c omp liance op era
tio n fo r those co ntr ac tors on or  near  t he insta lla tio n.  The only excep
tio ns  a re Fligh t Resea rch  C en ter , whe re the  c on tra cto rs are  m onito red  
by the  compliance  staff at Ame s Research Cente r, and NA SA  he ad 
qu ar te rs  whe re these c on tra cto rs are mo nitored by the  co mpl ianc e staff 
at the  Go dd ard S pace F light Cen ter.

NA SA  cu rre nt ly  has res ponsibi lity fo r 260 co nt ractor s emplo yin g 
some 45.219 employees as  of December  31.1973. The  agency compliance  
sta ff numb ers  22 pro fes sional  pos itio ns— inclu ding  the  Compliance- 
Divis ion  o f the  Office of Eq ua l Opp or tu ni ty  Pr og rams. OEO P.  Data 
rec ently  publi she d by the  Dep ar tm en t of La bo r show  th a t NA SA  
expen ds the  mos t ho ur -per -con tra ctor  employee of  any  com pliance  
agency . NA SA  also expends t he  most staff  t ime pe r co nt ractor  review. 
Thi s is pa rt ly  due to  the loca l na ture  of  NASA ’s com plia nce  res pon
sib ili ty  but neverth eless ind ica tes  a des ire to  do thorou gh , effect ive 
com plia nce  reviews—t he  he ar t of  the  compliance  fun ction .

How well h as N AS A pe rfo rm ed  th is  func tio n to  assure p ar tic ip at io n 
of  mino rit ies  and women in th e con tra cto r work  forc e ?
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1 niform and consistent stati stics on the contractor work force have been gathered since 1971. This data is summarized in exhibit II.  There has been continuous increase in the number of minorities employed even though the overall work force has decreased. Minor ity employ
ment went from 11.8 percent to 15 percent of the total,  a net increase of 763 positions, while the total number of jobs decreased over 6,000. I here have been notable increases in minority percentages among officials and managers. 3.4 percent to 5.4 percent; professionals. 5.9 percent to 8.1 percent;  technicians, 10.2 percent to 15.5 percent: and other white-collar jobs.

The proport ion of female employment increased from 15.7 percent to 19 percent, a net increase of 560 jobs, despite the overall decrease of 6.000 jobs. Here. too. there, were noteworthy increases among officials and managei’S. 2.1 percent to 3.9 percent: professionals, 5.5 percent to 8.4 percent; technicians, 8.5 percent to 11.6 percent, and other white collar jobs.
The only percentage decreases took place among unskilled laborers for women and service workers for minorities. These are the two lowest labor categories and. in all candor , we have concentrated our  efforts to increase the partic ipation of women and minorities in the higher labor categories.
These aggregate statistics show appreciable progress but how do we judge the performance of an individual con tractor ?
Key to this judgment are the numerical goals and time tables which the contrac tor develops and includes in his affirmative action plan.
Government wide policy on the interpretation and implementation of numerical goals was outlined in a policy statement by Robert Ham pton. Chairman. I .S. Civil Service Commission; Stanley Pottinger. Assistant Attorney G eneral; William Brown, Chairman, Equal Employment Opportuni ty Commission; and Philip  Davis, then Acting Director. OFCC. They stated that  a goal is a numerical objective fixed realistica lly in terms of the number of vacancies expected, and the number of qualified applicants available in the relevant job market.To achieve aggressive goals, we encourage contractors to :
1. Conduct extensive recru itment drives including the use of recrui tment consultants and adverti sing in media oriented toward women and minor ity groups.
2. Offer fully competitive salaries needed to a ttract necessary qualified persons.
3. I se the full amount of flexibility within company hirin g and retention policies.
1 bus, the  determinat ion of an individual contractor’s compliance is based on a judgment of his good faith efforts. The compliance staff reviews the aggressiveness of the goals in terms of the projected hir ing and turnove r rates, progression patterns, and so for th. Then there is a judgment of how hard the contractor works to achieve the goals.
In NASA, the compliance staff on site at each field ins tallat ion continua lly monitors the contractor at that  insta llation to assure their compliance. NASA practice is to review each contractor at least twice a year to see tha t the contractor is living up to the commitments he has made. This continual surveillance is possible because of the local nature of NASA's compliance responsibility. This practice of continual surveillance is. as f ar as I know, unique in Government.
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To  s ummarize , the  field com plia nce  st aff  m onito rs the contr ac tor s at 
th ei r insta lla tio n.

Th e co ntr ac t com plia nce  s taf f of  m y office pr ov ide s expert trai ni ng , 
guida nce, dir ect ion , and coordina tio n to the field staffs. For  e xam ple,  
the field staf fs at ten ded a 4-day tr ai ni ng  sem ina r her e in W ashing ton 
th is  pa st  fal l. Th e purpo se wa s to br in g the  staf f up to da te on recent  
Office of Fe de ral Co nt ract  Co mplian ce (O FC C) reg ula tio ns , in te rp re 
ta tio ns  and da ta  requir ement s. Dep ar tm en t of La bo r—O FC C and 
th e W om en’s Bu reau —person nel  p res ented  sessions on conducting com
prehen sive com pliance  reviews. A resource  per son  fro m the  Equal 
Em plo ym ent O pp or tuni tie s Com mission  (E EO C ) presen ted  a  session 
on  the inv estig ati on  of  di scrim ina tio n com pla ints .

The De pa rtm en t of  La bo r has  recent ly issued revised da ta  req uire
ments  and proced ure s fo r cond uc tin g com plia nce  reviews. Th ere fore,  
it  will  be necessary to  con duct a fol low up tr ai nin g sem ina r fo r field  
com plia nce  staffs—probably at  one of  NASA ’s centra lly  located 
insta lla tio ns .

In  ad dit ion  to trai ni ng , th e com plia nce  div isio n of  my office issues 
day- to-day  guidance  and di recti on  to  the  field. For ins tance, fina l 
de ter mi na tio ns  of com plia nce  are  made in the  O E P com pliance  divi 
sion af te r review’ of  the onsite revi ews  an d da ta  assessments  done  
locally . T hus, the  co mplian ce s taff  of  my office is u ltimately respon sib le 
fo r NASA ’s compl ianc e p rog ress.

Th e ye ar  1974 w ill see the im ple me nta tion of  a special  affi rmative  
act ion  h ir in g plan  for  sh ut tle  construction  of facil iti es  a t the  K enn edy  
Space  Cen ter.  Our  aim is to  assure  the  ut ili za tio n of  minor ity  em
ploy ees on the construction  w ork  fo rce. To th at  end, hi ring  goals h ave 
been  i ncluded in the  b id  co nditio ns  an d contr ac tors wi sh ing  to pa rt ic i
pa te  in the proje ct wi ll have to  accept  those goals. The goa ls so fa r 
dev eloped  ap ply to  the ea rth mov ing po rti on  of the  con struct ion . Our  
task  th is  year  wil l be develop  goa ls fo r the  remain ing more complex 
po rti on s of the  p roject .

Th is  goa l dev elopment  proje ct is being con duc ted  by Mr. Guy 
Arn et t, the most exp erie nce d com plia nce  officer in NA SA . Mr. Arn et t 
has been in  the  compliance  pr og ram since 1963.

In  ad di tio n to all of  the  res ponsibi lit ies  mentioned above, all ap
po in tm en ts to the field EEO  staffs, inc ludin g the  com pliance  staff s, 
mu st hav e the concurr ence of my office. Th is sum marizes the NASA  
com plia nce  pro gra m.  Now to the in te rn al  EEO  prog ram fo r civ il 
serva nts .

NA SA  cu rre nt ly  has th e lowest perce nta ge  of mi norit ies  of  all  
Go vernm ent agencies. The incidence of women in pro fes sional ca te
gor ies  is also much lower th an  the rest of  the  Fe de ral Government . 
W hi le  it  is tru e th at  the NA SA  wo rk forc e is qu ite  dif fer ent fro m 
th e res t of  the Go vernme nt;  and while it  is also  true  th at  NA SA  
has been in  a re ductio n mode  since 1967—hav ing decre ased our  emplo y
ment fro m over 34,000 to un de r 26,000—it  is nev ertheless  tru e th at 
NASA  sho uld  be wTell ahead of  its  cu rren t pos ition. Le t me rep eat. 
NASA  mu st urge nt ly  move fo rw ar d to meet the cha llen ge which  
NA SA  faces . Th is challenge  h as been ou tlined by Mr. Shap ley  in his  
sta tem en t, but  I  would  ju st  ad d one or  tw’o points .

En gine ers and sci entis ts make up  abou t 47 pe rcen t of  the NASA  
wo rk for ce com par ed to abou t 15 pe rce nt governm entwide , b lue  c oll ar
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trades compose about 6 percent of NASA's work force compared to 36 
percent government wide. It  should be noted that across the Nation 
about Sy2 percent of engineers and scientists are minority and within 
NASA that  percentage is about 3.4 percent. Across the  Nation about 
3.4 percent of the engineers and scientists are women and in NASA 
that percentage is about 2 ^  percent. In both cases NASA is close to 
the national average, but we should still do more, much more. Certainly 
all of our positions are not technical positions and we must move 
ahead in the  nontechnical areas also.

As we review the historical picture we see that  NASA missed golden 
oppor tunities to broaden its work force during the period of its 
growth during the early 1960’s. Since 1967, however, when affirmative 
action became Govennnent policy, NASA has been in almost a con
tinu ing  reduction of force mode. Over the last 2 years NASA has 
made some small progress even in spite of this reducing mode. It is 
nevertheless obvious tha t NASA urgent ly needs a greater rale of 
progress. Comparisons between NASA and the other agencies should 
not be seen as obstacles but rather as challenges. The differences point 
out the direction in which we should move and challenges should be
come the objectives of the EE O program.

As I have said, the statistic s mentioned above represent an accu
mulation of past practices—most of which occurred before I became 
head of the EEO  office. I t is the role of the EEO program now to help 
change those statistics.

I would like now to discuss some of our current  EEO programs 
and our future  plans.

Out of a sense of urgency tha t NASA must drastica lly speed up its 
EE O progress, we have elevated our EEO  program to the top level 
of management objectives in NASA’s management system. This means 
tha t progress toward our equal opportunity  goals is now’ receiving the 
same close and continuing attention of NASA top management and 
the entire NASA management structure as NASA’s major technical 
objectives.

Specific milestones for calendar year 1974 are :
1. To achieve at least 6.1 percent minority employment.
2. To place at least 80 minorities in professional positions.
3. To place at least 80 women in professional positions.
4. To present a technology t ransfer seminar to minority businesses.
5. To prepare affirmative action hirin g goals for shuttle  construc

tion  of facilities in fiscal year 1975 and beyond.
The achievement of these minority and female h iring goals will call 

for 20 percent each of expected professional and nonprofessional 
placements to be minorities and 20 percent of professional placements 
to be women. This should be compared with N ASA’s hiring perform
ance m fiscal year 1973 when 7 percent of the professional hires were 
minor ity and 10 percent of the professional hires were women. Thus 
the goals for calendar year 1974 will require dramat ically  increased 
efforts all across NASA. I will come back to this  point when I  discuss 
NASA’s recruitment programs.

NASA’s aim in presenting the technology transfer seminar is as 
follows: We in NASA have had a technology transfer program for 
about 10 years to help space technology to  find useful applications in 
the national economy. There  is, however, a need to devote more at-
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tention in the program toward  minority businesses. Thus we have developed an arrangement with the. Office of Minority Business Enterpr ise (OMBE) of the Department of Conimerce. Under  this arrangement, NASA—and hopefully other Government agencies—will display technology developed in various mission programs,  and present various methods such as patent waivers, licenses, and so forth by which business persons can gain access to that technology. OMBE will then explain its resources for assisting in financing, market  studies, and other product development areas. Our joint  aim is to assist minority  businesses to make the transi tion from providing services to manufacturing marketable products.
Now let us discuss some of the programs NASA is conducting to assist in achieving the milestones.
The office of personnel has developed and is implementing an agencywide recruitment program specifically aimed at identification and recruitment of minority and female candidates for professional positions in NASA. A full-time staff in headquarte rs will coordinate this effort. Six field centers have recruiting responsibilities. Teams of recruiters , including minority and female employees, will be involved in contacting potential candidates, counseling them in Government hirin g procedures, assisting them to take the steps necessary to establish eligibility,  and, of course, sel ling the candidates  on joining NASA.
The co-op program is not formally  an EEO program but we see the program as helping to increase the flow of minorities and women into technical fields where there is a current scarcity. Co-ops alternate semesters at school or at work at a NASA installation. NASA has sought to increase minori ty and female par ticipa tion in the program. Our enrollment sta tistics have been as follows:
Mr. Chairman, the table shows that there has been an increase of minorities over the last 2 years from about 12 percent to about 24 percent. and an increase of women from about 9 percent to close to 17 percent.
Mr. Edwards. This  is a very important program. This allows minorities to be trai ned; is that correct ?
I)r. McConnell. Mr. Chairman, under this program, students, some of  whom are minorities, who are pursuing a course of study at a university, alternate studying with working at NASA installations.The overall size of the program is increasing from 719 in fiscal year 1973 to 950, projected for fiscal year 1975.
Mr. Edwards. About 514 are white male ?
Dr. McConnell. That is probably correct, Mr. Chairman. I don't have the exact number.
I want to point out tha t in re lation to the 579 engineer ing s tudents graduated  in June  1972 it indicates that  NASA does make an appreciable contribution to the flow into scientific and technical fields.To return  to my statement. The upper mobility program. NASA has received Civil Service Commission approval  of three upward mobility programs which will allow persons to go into jobs with grea ter career potential. All of our installat ions will have these programs during  1974.
Mr. Edwards. Dr. McConnell, the committee is very much interested in your co-op enrollment. That  is a good way of bringing education and
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training to minorities in a part icular area, and we have your figures, 
but even so for 1974 you have a program of 64 percent white males.

Dr. McConnell. Tha t’s right.
Mr. Edwards. Are you satisfied with that?
I)r. McConnell. No, Mr. Cha irm an; 1 am not.
One of the projects we have underway tha t we have not com

pleted is the development of goals for increasing the minority  com
plement in the program. In order to meet NASA’s long-range goals 
and timetables for hiri ng minorities and women we have viewed the 
co-op program as an internal program for meeting these goals. That  is, 
NASA must have some means within  its own control to achieve our 
long-range recruitment and hiring.

As it is now, the hiring we will lie doing will be as a result of re
cruitment at universities. I see the co-op program as a means with in 
our control tha t we can use to achieve our long-range goals. So even 
though it is not solely an EEC) program, it can con tribute greatly  to 
our EE O effort.

1 am not satisfied with the figure of 17 percent of female pa rtic ipa
tion.

Mr. Edwards. Well, it is a good point to make.
In the early part  of your testimony you pointed out how difficult 

it is to recruit and when you have money to tra in them throughout the 
universities and colleges-----

Dr. McConnell. Mr. Chairman, I fully agree that  the  pa rticipation  
in the NASA cooperative program is not what I think it should be. 
There should be greater emphasis.

Mr. McClory. May the gentleman yield?
Mr. E dwards. Yes.
Mr. McClory. You mentioned tha t there are 200, and some include 

570 minorities as a part in the cooperative program.
The minorities who graduated last year in one of the scientific dis 

ciplines were 200.
Are they par t of the group that is going to graduate  ?
Dr. McConnell. No. In relationship to-----
Mr. McClory. But some of these do graduate  ?
Dr. McConnell. Yes. About one-fifth of the total co-op enrollment 

gradua tes each year; this is due to the fact that some schools a re on 
a semester basis while others are on a quarter basis.

Mr. McClory. Do you have a recruiting program to get the minor
ities into the cooperative program ?

Dr. McConnell. Yes. NASA conducts a special effort to recru it 
minor ity and women co-ops. There is a co-op coordinator at each in
stallat ion and there are people assigned in the EEO  offices to assist 
in the recruitment.

Mr. McClory. Do you have any s tatistics  to indicate the number of 
applicants in relation to  the number who are accepted ?

Dr. McConnell. I can answer that  for the record. Congressman 
McClory.

[The information follows:|
Ratio of Coop Applicants  to T hose W ho Are At < eptek

The Coop Program is a highly decentralized educational/work  experience 
program administered nation-wide, Itetween partic ipating universities/colleges 
and the potential employers (including the Federal Government) of college
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graduates. Based on its decentralized natu re and variety of positions filled, we are not in a position to be aware of the total number of applicants who apply or the number tha t are accepted. A brief description of the process may assist you in understanding specifically why this is true.Typically, a college student applies for admission to the cooperative (coop) education program through their  school’s coop office. The stu dent  does not apply to prospective employers. Admission to the program is contingent upon a student’s financial need and academic achievement, and partic ipation  is controlled by the cognizant college dean and the school’s coop coordinator. The coop coordina tor is the interface with the employers, and it is he who provides qualified candidates for the employer’s consideration.

Mr. McClory. You probably have a much h igher  percentage who apply and do not enter.
Dr. McConnell. We encourage all applicants in many schools as much as possible to participate. The specific requirements are set bv the universit ies because the co-op program is an academic one with academic requirements.
Mr. McClory. Are you offering special encouragement to try to encourage more of the  minorities to get involved in this program?Dr. McConnell. Yes; we specifically recruit. For example, the 16- point coordinator made trips to New Mexico Highlands, the University of New Mexico, and the University of Texas at El Paso to recruit Spanish-speaking students. We do not offer monetary inducements, but we do try to encourage minority partic ipation.Mr. McClory. We made pa rticular  efforts to try  to bring  minorities into th is program. The white males tend to take care of themselves.Dr. McConnell. Yes.
Mr. McClory. Well, in bringing  the minorities into the program and the women-----
Dr. McConnell. Precisely.
Mr. McClory [continuing]. And you have such a program?Dr. McConnell. Yes. There is a program.Mr. E dwards. Do these people get hired by NASA ?Dr. McConnell. Yes, Mr. Chairman. We try  to recruit as many of our co-ops as we can. In  general, it has been very limited over the 'last 2 or 3 years. In fiscal year 1972 we averaged 17 percent in hiring our co-op graduates.
Mr. E dwards. What percentage of the  17 percent would t ha t be?Dr. McConnell. Mr. Chairman, I would have to supply tha t information.
[The information follows:]
During the period of Fiscal Year 1971 through 1973, we hired 26% (133) of our graduating  Co-ops (512). Of the 133 Co-ops hired 23% were minorities or women. In FY 1972, the Agency’s lowest hiring year in history, we hired 17% (31) of our graduating  Co-ops of which 3% (1) were minorities. Considering the phasing of the Co-op graduations and our difficult h iring position this result is not unexpected.
Mr. Drinan. We are hearing this because of the dismissal of Ms. Harr is. You said in October last tha t h er dismissal was based on di fferences of opinion on NASA’s equal opportunities  and methodology. I know we might  hear testimony.
Would you elaborate on the prior ities tha t apparently  she felt were being neglected ?
Mr. E dwards. 1 bis ma tter is in court. We will ask Mr. Johnson.Counsel ?
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Mr. J ohnson. The case of Ms. Harris  is now in a formal proceed
ing before NASA. Therefore , i t is not appropria te for representatives 
of NASA to talk  in detail about the details and circumstances of the 
termination of her appointment. However, this part icular question 
does not go into the circumstances of her dismissal, and hence may be 
answered.

Mr. Drinan. Tell me what other people say what you are doing with other methodologies.
Dr. McConnell. Congressman Drinan, tha t is a very interesting 

question. I  met and corresponded and talked with several well-known 
civil rights and social action groups and indeed, just recently I met with 
the Montgomery County Commission on Human Relations. I said if 
there are operational programs and practices and procedures tha t we 
are not pursuing and should be pursuing, please let us know what they 
are. We are willing to try  anything tha t is conscientiously recom
mended. I  have received no responses of any kind. I have said tha t i f 
the problems are operational, let us sit down and talk about it. Indeed, 
I had very long meetings with the  Leadership Council on Civil Righ ts 
and the National Organization for Women. We talked about the var
ious operational programs and our goals and timetables for recruit
ment. Mr. Drinan, we asked tha t very question you asked and I have 
not received any response to it. Congressman Drinan, we have made 
progressive steps, and there will be more. But we have not received any 
constructive input from these groups though we have asked.

Mr. Drinan. Concerning the 40- or 50-page report , do you have any reaction to that?
Dr. McConnell. I  think  the 40- or 50-page report reflects the  view 

of the au thors and th eir experiences in conducting the NASA program 
at that time. I th ink  the repor t accurately reflects that.

Mr. Drinan. It is accurate ?
Dr. McConnell. I would say that it reflects their opinions.
Mr. Drinan. You make out a very good case here and one reading 

this would say they are doing the best they can. The repor t seeks 
answers, and how do you react to the recommendations?

Dr. McConnell. Not specifically, Congressman.
Hr. Drinan. Generally ?
Dr. McConnell. Yes; I can answer generally.
Mr. Drinan. Why not specifically? Ju st give us a specific.
Dr. McConnell. There were four recommendations as I recall in 

tha t report. One said tha t the EEO program should be exempt from 
all budget and personnel restriction. Well, every program manager 
would like that  kind of freedom but I do no t think that is realistic. 
And I do not thin k it good judgment to suggest such a course seriously.

We certainly  feel the need for  additional budget and personnel. As 
we have identified those needs we have gone to the Adm inist rator with 
specific, well-thought-out requests. We have not gotten every thing we 
have asked for, but we have gotten  most of it. I thin k every program at NASA is in the same position.

Mr. Drinan. That  is one specific recommendation.
Mr. McConnell. A furth er recommendation is tha t there is a review of all EEO officers and personnel in the program.
As a program manager. I am continually reviewing the qualifications and performance of the EE O people.

44 -3 77 — 75------4
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Mr. Drinax. Tha t meant a special effort.
Dr. McConnell. I believe you asked my opinion and T am saying 

that as a manager of EEO programs it is my opinion that the people 
in the program meet the requirements.

Mr. Drtnan. (io ahead, so T can understand.
Dr. McConnell. Another was that the total program be centralized 

as a headquar ters operation.
In my opinion, the management of the program is a crucial issue.

We must involve line managers, the people who do the hiring and 
promoting of NASA employees. The EEO offices are staff offices no 
matt er where they report. It is crucial th at line managers  be involved 
ami be held accountable for EEO progress.

We have taken very positive steps to involve line managers. For  
instance, line managers are being called upon to set specific goals and 
develop unit action plans for thei r organizations.

I feel the EEO  program must be where the people are. There are 
1.500 people in the headquarters and 24,000 people in the field. We 
must get managers intimately involved where the people are. When 
we have done that then we can sec if fur ther  centraliza tion is needed. 4

The last recommendation was that T be transferred to a new assign
ment. T certainly  have not implemented that recommendation myself.

Mr. Drtnan. All right. Thank you very much.
Mr. Edwards. You are a physicist?
Dr. McConnell. Mr. Chairman. 1 am a mechanical engineer by 

professional train ing, but roughly since 1961 T have been active in civil 
rights and community rights  efforts, and the Civil Service Commission 
takes full account of that . The qualifications for the 160 series gives 
credit for voluntary community work.

I would like to  say. Mr. Chairman, that  when approached with the 
assignment T did do considerable soul searching and T think  it is a 
result of that  that  T did accept a change, a very drastic change in 
my work. T think  I meet the (nullifications for this job: it is demon
strated by my background and by mv managerial ability  in my work 
at NASA fo r 17 years.

Mr. Edwards. Is NASA sensitive to the fact that  in all its sea of 
white male faces that  there has never been for television viewers any 
indication th at we are a multiracial  society, th at we have a rich mix
ture of races and kinds and that there are also many women in Russia 
which has women astronauts. The only females we put up in the air 
were two spiders and a monkey.

You recall the context of that time the Presiden t stated the objec
tive was to land a man on the Moon within this century, and there was 4a great deal of technical work.

A re there some astronauts in training?
Dr. McConnell. There is a class of astronauts. The current number 

is about 40. There have been no astronaut selections since 1967. «
I might add, in that regard , th at NASA is taking affirmative steps 

to make sure tha t the next selection will include minorities and women.
The space shuttle will be operational toward the end of the 1970's.
Instead of just test pilots there will be scientific crew members on the 
Shuttle. Shuttle systems are  being designed to accommodate women, 
and NASA will take affirmative steps to assume tha t minorities and 
women have equal opportunities to take part in the Shuttle program 
just as they do in other scientific work here on Ea rth .
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I will say fur the r th at we are developing a program to assure th at minorities and women will be in prime consideration for astronaut selection.
Mr. E dwards. But you say you have a  class of 60 in existence during the Apollo program, and the number has dropped from 60?Dr. McConnell. The exact number is 37.
Mr. Edwards. Are there any women in that ?
Dr. McConnell. To my knowledge, no.
Mr.E  dwards. Were efforts made$
Dr. McConnell. I defer to Mr. Shapley.
Mr. S hapley. The last time astronauts were chosen, was in 1966 and 1967. At that time we were in the  Apollo program. As a result of the cutbacks in the space program since tha t time the number has been cut down. There has been a surplus of astronauts,  so the question of selection has not arisen since that time.
We have taken the ineasures that Mr. McConnell referred to, to assure that  both minorities and females are available as candidates for astronauts in the next selection.
Mr. E dwards. This has been conducted with the HE W and I just want to ask you simply, what can we do that will assist you. The civil rights problems are less visible and less abrasive elsewhere.
M hat can we do to strengthen civil right s of minorities or women?Now, I just want your reaction as to  what we, the committee, could do.
Dr. McConnell. I think  there are a number of things. As I sit here 1 think there are some th ings which presently  have adverse effects on women. I am stat ing my personal opinion, but as we consider veterans’ preferences, we see there are conflicts. It  is desirable to employ veterans and also desirable to hire women, but as we look at the history ot* the I nited States we see that  women have not been in the milita ry service in numbers as great as the men, and that  as we go to employ people from registers  we see that  it is difficult to reach women. It is desirable to employ women, but veterans have a preference in the hi ring practice and that has a strong  effect. So I think  we should do something about that.
Mr. Edwards, (’oming back to recommendation No. 1. which you brought up again on budgetary restrictions, would you need substantial budgetary resources?
Dr. Mc( onnell. Aes. NASA is under very severe restriction. AYe have undertaken several initiatives  and we do not see any more new star ts dur ing the next 6 months to a year.
Mr. Edwards. Do von need more money or don 't you?
Dr. McConnell. The answer is I need more money. That  is precisely what I mean.
Mr. Mc( lory. I think it is unlikely that  this Congress is going to appropriate  for NASA, but in view of the budget cuts you have experienced and the reduction in personnel. I think you have done a t remendous job in including minorities and women, and if  we are talkino- about reallocating the funds for astronauts  or lettin g contracts for the implementation for the space laboratory, the Skylab. but T think it would be very difficult for us to substitute in meeting your  budgetary requirements. " ' '
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Dr. McConnell. If  I may comment on tha t. I can simply say to this 
committee tha t we will look into any suggestions and do a nything we 
can do to improve equal employment opportunities at NASA.

Thank you, Mr. Chairman. I will just briefly review the remainder 
of my statement.

In the upward mobility program, we recruit people from deadend 
positions, and provide them with training so they may assume posi
tions with career potential. We also have underway a program to iden
tify  men and women for  special management development, education, 
and training, and indeed one program I am particular ly happy  about 
is the NASA aerospace fellowship program. NASA will fund the aca
demic costs for minorities and women in colleges. This  is a pilot pro
gram, and we are at this very moment working on arrangements with 
minor ity and women’s colleges and universities in this regard.

Final ly, in the g radua te internship program, part icipa nts will con
duct research a t a NASA center and receive a master ’s degree afte r 2 
years. They will be exposed to NASA and at the conclusion of their  
program will have an opportunity  to choose a career with NASA.

In addition  to these, we have taken specific steps to ventilate areas 
in NASA. We have broadened the composition of the various com
mittees. The management development education panel, and the incen
tive awards boards which recognize ability, now have minorities and 
women as members.

We are forming a group of employee elected representa tives to meet 
periodically and directly with the Administrator  and T think ] 'ere is 
a kev point. We are involving management in monitoring FO P and 
implementing and reporting the results of those programs to top 
management.

May T jus t divert a moment to say that we have to get accountability 
on the shoulders of the people who do the hiring and the promoting. 
We have to get accountability by management and T think  this is the 
ma jor  change taking place under the EO P program.

To further  involve line managers in the program we are developing 
unit nlans so th at major elements within our research centers will be 
developing affirmative action programs. And finally to close, we have 
formed an Equal Opportun ity Council to bring  center management 
into the EEO function. We have a coordinating board and director.

Rega rding  our 16-point program, a full-time position for Spanish- 
speaking  program coordinator has been established in my office and 
part-t ime positions established at the field centers. We have held tra in 
in'* sessions for them with the Civil Service Commission.

Mr. Edwards. Have those people been appointed , the full-time 
Spanish speaking?

Dr. McConnell. The 16-point program coordinator was appointed 
recently and then transferred to the Department of the Inter ior. A 
rat ing  panel has just recently met to select his successor.

Mr. Bittler. You had six and now you have five ?
Dr. McConnell. Th at’s right . Tha t is correct, Mr. Butler. It is not 

to the figure 16 that  NASA coordinated the E OP  program for.
Mr. E dwards. On page 20 you state tha t you have established a ful l

time women's position in your office ?
Dr. McConnell. Tha t’s right.
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Mr. Edwards. Who has tha t job ?
Dr. McConnell. Tha t job is being filled. We had  82 applicants , and 

the paper work has held us up but we expect to appoint someone 
shortly.

[The prepa red statement of Dr. Dudley G. McConnell follows:]
Stateme nt  of Dr. D udley G. McCon nell , Ass is ta nt Administr ato r for E qual

Oppo rtun ity  P rograms, Nation al  Aero na utics  and  Space Adm inistr at ion

Mr. Chairman and Members of the Subcommittee :
I am pleased to have this opportunity to discuss NASA's Equal Opportunity 

Program with you this  morning.
The goals of the NASA Equal Opportunity Program a re :
1. The removal of discrimination in fact and appearance ; and
2. The implementation of affirmative action programs to ensure the broadest 

possible participation of women and members of minority groups in NASA pro
grams.

These goals apply to the two principal Equal Employment Opportunity (EEO) 
functions within NASA:

1. The intern al EEO program for NASA’s civil service employees; and
2. The Contract  Compliance Program for NASA’s contrac tor employees.
Before discussing these programs in detail, 1 would like to mention very briefly

two closely related programs which contribute to the  opportunities  NASA affords 
minority communities: NASA’s Minority Business Enterprise Program and 
NASA's research programs at predominantly minority colleges.

th e  minor ity bu si nes s en te rp rise  program

Considerable achievements are being made in the NASA Minority Business 
Enterprise  Program. During FY 1973 NASA awarded ,$8.5 million in contracts set 
aside for minority enterprises.  This represents 3.9 percent of the tota l of such 
awards by all Government agencies. In FY 1972 the  comparable percentage was 
2.1 percent. Since the initi al contract awarded in .June 1970, NASA has chan
neled a tota l of $13.2 million to minority firms as follows:

Co ntract
ac tions Va lue

Fiscal ye ar :
1970 ................................................. ........................... .....................  3 $7 6,90 9
1971 .................................... ........................... 41 1, 399. 530
1972 ............................................ ........................................  68 3. 222, 050
1973 .................................... ....................... 105 8,51 4,  542

................................................................... 217 13 ,213 ,031

NASA’s stated goal for FY 1974 is to award $11.0 million in contracts set aside 
for minority firms.

Attached as Exhibit  1 is a comparative analysis  of minority contracts by 
civilian agencies of the Federa l Government for the period FY 1969 through 
FY 1973. It  indicates tha t among 25 such agencies. NASA ranks fifth in total 
dollars awarded. My office has worked and continues to work very closely with 
the Minority Business Office.

res ear ch  programs at pred om inan tl y mino rity  colleges

Again in close coordination with my office, the  NASA Office of University 
Affairs has greatly increased its research grants to predominantly minority 
colleges and universities. This will help to develop a pool of qualified candidates 
in research from which NASA can recruit. The dollars involved and the number 
of universities are as follows:
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Fiscal ye ar:
1969 .......................
1970 .......................
1971 .....................
1 9 7 2 ....................
1973 ...................
1974 (e st im ate d)

Amou nt Unive rs iti es

$358, 000 7
649, 000 15
829, 000 17
897, 000 20

1,378, 000 25
!, 000. 000 45

Now to the forma l equal opportun ity p rogram s.

CONTRACT COM PLIANC E PROGRAM

Since 1970 NASA has had responsibi lity for the  KEO compliance of NASA con trac tors  ope rating on or near NASA (’enters. Unlike some o ther agencies. NASA does not have indus try-wide compliance responsibilit ies.
The organization of NASA's Compliance Program reflects tin* na tur e of its compliance responsibility.  The re is a Contract  Compliance group on the KEO staff a t each ins tal lat ion  to conduct the  compliance operation  for those contra ctors on or near the ins tallatio n. The only except ions are Flight  Resea rch Center,  where the con trac tors  are monitored by the  Compliance staff a t Ames Research Center,  and NASA Headq uar ters where these  con trac tors  are  monitored by the Compliance sta ff a t the Goddard Space Fl igh t Center.NASA currently has responsibil ity for  260 contractor s employing some 45,219 employees as of December 31, 1973. The Agency Compliance staff  numbers 22 professional positions—including the Compliance Division of the  Office of Equal Opportunity  Prog rams (OE OP) . Data recently publi she d1 by the Depa rtment of Labor show that  NASA expends the most hours-per-contrac tor employee of any compliance agency. NASA also expends the  most staf f t ime per con trac tor review. This  is par tly due to the local na tur e of NASA's compliance responsibility  bur neve rtheless indicates a desire to do thorough , effective compliance reviews—the hea rt of the  compliance function .
How well has NASA performed this function to assure  part icipat ion  of minor itie s an d women in the  contra ctor work force?
Uniform and  cons isten t sta tis tic s on the con trac tor work force have been gathered since 1971. This  data is summarized in Exhibit  II.  There has been a continuous  increase in the number of minori ties employed even though the overall work force has decreased. Minority employment  went from 11.8 percen t to 15.0 percent of the tota l (a net increase  of 763 positions) while  the  tota l number of jobs decreased by over 6.000. There have been notab le increases in minority perce ntages among Officials and Managers (3.4% to 5.4%) ; Professionals  (5.9% to 8.1%) ; Technic ians (10.2% to 15.5%) ; and other white coll ar jobs.The proportion of female employment increased from 15.7 percent to 19.0 percen t (a net increase of 560 jobs ) despi te the overall  decrease of 6.000 jobs. Here,  too, th ere  were noteworthy increase s among Officials and Managers, (2.1% to 3 .9%) ; Professionals, (5.5% to 8.4%) ; Technicians (8.5% to 11.6%) and oth er white colla r jobs.
The only percentage decreases took place among Unskilled Labo rers for women and  Service Workers for  minorities. These are  the two lowest labo r catego ries and, in all candor, we have conc entrated  our efforts  to incre ase the par ticipat ion  of women and m inori ties in th e higher lab or categories.
These aggregate sta tis tic s show appre ciable progress but how do we judge the performance  of an indiv idual  co ntra ctor?
Key to this  judgment is the numerica l goals and timetable s which the con tractor  develops and includes in h is Affirmative Action Plan .
Government-wide policy on the interp retation and implementation of numerica l goals was outlined in a policy sta tem ent  by Rober t Hampton. Chairman, TPS. Civil Service Commission: Stanley Pot tinger, Ass istant Attorney  General : William Brown. Chai rman. Equa l E nv ' >vment Oprer tuni t' Commission: and Phil ip Davis, then  Acting Direc tor, OFCC. They sta ted  that  a goal is a numerical objective  fixed realist ical ly in term s of the number of vacancies expected, and the  number of qualified app lica nts  a vai lab le in the relevan t job market.

1 “Fn.’priil Co nt ract  Com pliance Plan ne d Pr og ram” publishe d bv DOL/OFCC  Novem ber 9 . 197.3.
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To  ach ieve  ag gr es sive  go als , we e nc ou ra ge  c ontr acto rs  t o :
•  Co nd uc t ex te ns iv e re cru it m en t dr iv es  in cl ud in g th e  use of  re cru it m ent con

su lt an ts  and ad ver ti si ng  in  med ia  or ie nt ed  to w ar d wo me n and m in or ity  gr ou ps .
•  Offer  fu lly  co m pe ti tive  s a la ri es ne ed ed  to a tt r a c t ne ce ss ar y qu al ifi ed  pe rs on s.
•  Use th e fu ll  am ou nt  of  fle xibi lit y w ith in  co mpa ny  h ir in g  an d re te ntion  

po lic ies .
Th us , th e det er m in at io n of  a n in di vid ual  con tr ac to r' s co mpl ianc e is ba se d on a 

ju dgm en t of  h is  good fa it h  ef fo rts . Th e co mpl ianc e s ta ff  re vi ew s th e ag gr es sive 
ne ss  of  th e go als in  te rm s of  th e pr oj ec te d h ir in g  an d tu rn over ra te s,  pr og re ss io n 
patt ern s,  jyid so  f or th . Th en  th er e is  a  ju dg m en t of  ho w h ard  th e con tr ac to r works  
to  ach ieve  t he  goa ls.

In  NAS A, th e Com pl ian ce  st af f on si te  a t  ea ch  he ld  in s ta ll a ti on  co ntinual ly  
m on itor s th e contr ac to rs  a t  th a t in st a ll a ti on  to ass u re  th e ir  co mpl ian ce . NASA 
pra cti ce  is to revi ew  each  con tr ac to r a t le as t tw ic e a y ear to see th a t th e  c ontr ac
to r is  liv in g up  to  th e co m m itm en ts  he  has  mad e.  Thi s co ntinua l su rv ei ll an ce  is  
po ss ib le  be ca us e of  th e loc al na tu re  of  NA SA ’s Co mpl ian ce  re sp on sibi li ty . Thi s 
p ra cti ce  of  c on tinu al  su rv ei llan ce  is, as  f a r  a s I know , un iq ue  in  g ov ernm en t.

To  su m mar ize,  th e  field  Com pl ian ce  st af f m on itor s the contr ac to rs  a t th e ir  
in st al la ti on .

The  C on trac t Co mpl ian ce  st af f of  my office pr ov id es  exper t tr ai n in g, gu idan ce , 
di re ct io n,  an d co or di na tion  to  th e field  sta ff's.  F or ex am ple,  the field st af fs  a t
te nd ed  a fo ur -d ay  tr a in in g  se m in ar  her e in  W as hi ng to n th is  j» as t fa ll.  The  pu r
po se  was  to  bri ng  th e st af f up -to- da te  on  re ce nt  Office of  F ed er al  C ontr ac t Com
pl ia nc e (O FC C)  re gu la tion s,  in te rp re ta ti ons an d data  re qu ir em en ts . D ep ar tm en t 
of  Lab or  (O FC C an d th e W om en 's B ure au ) iie rson ne l pr es en te d se ss ions  on con
duc ting  co m pr eh en sive  co mpl ianc e review s. A re so ur ce  pe rson  fro m th e Equ al  
Em pl oy m en t O pp or tu nit ie s Co mm iss ion  (E EO C) pre se nt ed  a sess ion on th e in 
ves tigat io n o f d is cr im in at io n  c om plaint s.

Th e D ep ar tm en t of  Lab or  has  re ce nt ly  issu ed  revi se d data  re quir em en ts  an d 
pr oc ed ur es  fo r co nd uc ting  co mpl ianc e rev iews . Ther ef ore , it  w ill  be ne ce ss ar y to  
co nd uc t a fo llo w-up tr a in in g  se m in ar  fo r fie ld co mpl ianc e st af fs —pr ob ab ly  a t 
one of  NA SA ’s ce ntr al ly  lo ca te d in st al la ti ons.

In  ad di tion  to tr a in in g , th e  Com pl ian ce  Div is ion of  my  office is su es  da y- to -d ay  
gu id an ce  an d di re ct io n to  th e  field. F or in st an ce , fin al  dete rm in at io ns of  com
pl ia nc e a re  mad e in  th e O EO l’ Com pl ian ce  D iv is ion a ft e r re vi ew  of  th e  on -s ite  
re vi ew s an d d a ta  as se ss m en ts  do ne  loca lly . Thu s,  th e Com pl ian ce  st aff  of  my 
office is u lt im ate ly  re sp on sibl e fo r NA SA ’s co mpl ianc e pr og re ss .

The  y ear 1974 will  see th e im ple m en ta tion  of  a sp ec ia l af fi rm at iv e ac tion h ir in g  
p la n fo r Shutt le  const ru ct io n of  fa ci li ti es  a t th e  Ken ne dy  Sp ace Cen ter. O ur  aim  
is  to  ass u re  th e  u ti li zati on  of  m in ori ty  em ploy ees on th e  co ns tr uct io n work 
fo rce.  To th a t en d,  h ir in g  g oa ls  h av e been  in cl ud ed  in  th e  bid co nd it io ns  and co n
tr a c to rs  w ishi ng  t o p a rt ic ip a te  in  th e  p ro je ct  w ill  hav e to  ac ce pt  th os e go als . Th e 
go al s so fa r  de ve lope d ap pl y to  th e ea rth- m ov in g port io n  of  th e  co ns truct io n. Our  
ta sk  th is  yea r w ill  be to  deve lop go als fo r th e  re m ai nin g mor e co mp lex  port io ns 
of  th e pr oj ec t.

Thi s goal de ve lopm en t pro je ct  is be ing co nd uc ted by Mr. Gu y A rn et t,  th e  mos t 
ex pe rien ce d co mpl ianc e offic er in  NAS A. Mr.  A rn et t has been in  th e co mpl ianc e 
pro gr am  s ince  1963.

In  ad di tion  to  al l of  th e  re sp on si bil it ie s m en tion ed  above, al l ap poin tm en ts  
to  th e fie ld EE O st af fs , in cl ud in g th e co mpl ianc e staf fs , m ust  ha ve  th e con
cu rr en ce  o f m y office.

NA SA ’s I nternal  E qual Opportunity  Program

INTRODUCTION

NASA curr en tl y  has  th e  lo wes t pe rc en ta ge of  m in ori ti es  of  al l go ve rn m en t 
ag en cies . Th e incide nc e of  wo me n in  pro fe ss io na l ca te go ries  is  also  mu ch  lo w er  
th an  th e re st  of  th e  F edera l Gov ernm en t. W hi le  it  is tr u e  th a t th e  NASA work 
fo rc e is  qu ite di ff er en t from  th e re s t of  th e  go ve rn m en t, an d w hi le  it  is  al so  tr u e  
th a t NA SA has  be en  in  a  re duc tion  mod e sin ce  1967 (h av in g de cr ea se d ou r 
em ploy men t fro m ov er  34.000 to under  26 .00 0),  it  is nev er th el es s tr u e  th a t NASA 
sh ou ld  be we ll ah ea d of  i ts  cu rr en t po si tio n.

Ov er  th e  la s t tw o years  NA SA  has sh ow n some  sm al l pr og re ss  even  thou gh  
NA SA  ha s been in a re du ci ng  mode.  Of  th e h ir es th a t w er e mad e,  m in ori ty  h ir es  
we ll ex ceeded  th e  cu rr en t m in ori ty  pe rc en ta ge s.  The  re co rd  of  m in or ity  h ir es 
by fiscal yea r has been  as  fo llow s:  10.3% in  1971. 13.2%  in  1972, an d 16.3% in



1973. As a result  of these new hires  and with the overall reduction of people, the minority percentage of permanent employees has increased as follow s:
Permanen tJune 1972____________________________________________________ 4.7June 1973____________________________________________________ 5. 2December 1973________________________________________________  5. 5

It  is nevertheless obvious that NASA urgently needs a greater rate  of progress. The differences in work force composition between NASA and other agencies should not be seen as obstacles but  rather  a s challenges. These differences point out the directions in which we should move. The challenges become the objectives of the EEO program.

CURR ENT PROGRAMS AND FUT URE PLANS

Out of a sense of urgency tha t NASA must drastically speed up its EEO progress, we have elevated our EEO program to the top level of Management Objectives in NASA’s management system. This means tha t progress toward our Equal Opportunity goals is now receiving the same close and continuing atte ntion of NASA top management and the entire NASA management struc ture as NASA’s major technical objectives. Specific EEO milestones for calendar year 1974 a re :
To achieve at least 6.1% minority employment
To place at least 80 minorities in professional positionsTo place at least 80 women in professional positionsTo prevent a Technology Transfer Seminar to minority businessesTo prepare affirmative action hiring goals for Shuttle construction of facilities in FY 75 and beyond.
The achievement of these minority  and female hiring goals will call for 20% each of expected professional hires to be women. This  should be compared with NASA’s hiring performance in FY 72 when 7% of the professional hires were minority and 10% of the professional hires were women. Thus the goals for GY 1974 will require dramatically increased efforts all across NASA. I will come back to this point when I discuss NASA’s recruitment programs.NASA’s aim in presenting the Technology Transfer Seminar is as follows: We in NASA have had a technology transfer  program for about ten years to help space technology to find useful applications in the national economy. There is, however, a need to devote more attention in the program toward minority businesses. Thus we have developed an arrangement with the Office of Minority Business Enterpr ise (OMBE) of the Department of Commerce. Under this ar rangement, NASA (ami hopefully other government agencies) will display technology developed in various mission programs, and present various methods such as paten t waivers, licenses, and so forth by which business persons can gain access to tha t technology. OMBE will then explain its resources for assis ting in financing, marke t studies, and other product development areas. Our joint aim is to assist  minority businesses to make the transition  from providing services to manufacturing marketable products.
Now let us discuss some of the programs NASA is conducting to assist  in achieving the milestones.
Coordinated Recruitment.—The Office of Personnel has developed and is implementing an Agency-wide recruitment program specifically aimed at  identification and recruitment of minority and female candidates  for professional positions in NASA. A full-time staff in Headquarters will coordinate this effort. Six field Centers have recruiting responsibilities. Teams of recruiters, including minority and female employees, will be involved in contracting potent ial candidates, counseling them in Government hiring procedures, assisting them to take the steps necessary to establish eligibility, and, of course, selling the candidates  on joining NAS.'..
Cooperative Education (Co-op) Program.—Under th is program, students alternate semesters at school and working a t a NASA installation . The work experience augments their formal study. The Co-op Program has, for a long time, been a prime source of highly qualified employment candidates for NASA. We see the program as helping to increase the flow of minorities and women into technical fields where there is a current scarcity. Thus NASA has sought to increase minority and female partic ipation  in the program. Our enrollment statis tics have been as follows:



(In percentl

June 1974 
June 1972 (projected )

Mino rit ies ......................................................................................................................................... 12. 2 24 3Women........................................................................................................................9^4 16*9

We have  increased the number of pred ominant ly minority schools pa rti ci pat ing  in the  program  from 16 in 1971 to 44 in  1973.
The overall  size of th e p rogram is increa sing  like  this :

En rollm en t:
Fiscal year 1973______________________________________________  719
Fisca l year 1974 (projec ted )__________________________________  798
Fisca l yea r 1975 (pr oje cte d)__________________________________  950

Upward Mobility Program.— In  add ition to recruitment from outside, we also seek to move cur ren t employees to high er posit ions in NASA. NASA has  
received Civil Service  Commission approval of three specific programs—Specialty Tra ining for En try  Professional s (STE P) , Growth Opportunitie s (GO) ; and CROSSOVER. These  programs  will allow persons to move out of dead- ended jobs and  enter othe r jobs which have opportunities for car eer enhance
ment. Commission approva l allows NASA to waive  cer tain exper ience  crit eria. The STEP and  GO programs have been conducted at  NASA Headq uar ters. During CY 1973, about 8% of Headquarters  professional positions were filled through  Upward Mobility. The Affirmative Action Plans of all of our  field instal lat ion s call for implementing combinations of the programs dur ing  1974.

Identification of Women and Minor ities for Management Dcvelopmcnt.-r—A. special effor t is underway to identify persons  for  management  development training. List ings  of female and  minority  employees will he mainta ined  by our  
Management Development Education Pane l. The Panel,  the  Office of Equal Opportuni ty Programs, and the Young People’s Subcommittee of the Personnel Management  Review Committee will all iden tify  tra ining programs and  opportun ities fo r persons identified.

Finally, the re are  two new pilo t programs I would like to mention.
The National  Aerospace Fellowship Program.— The aim here is to encourage minority  and  female studen ts to under take aerospace careers. Thus  NASA will awa rd 20 sc hola rships of $2,500 per yea r to Junio r and Senior college students . The studen ts will be invi ted to spend two summers working at  a NASA labora 

tory —again to augm ent their academic tra ining.  This program was just recently  approved and we are working out arrang ements with several universities right now.
NASA Graduate Inte rns hip  in Aerospace Technology.—Our Ames Research 

Center is conducting  a small pilot program in conjunction with  several nearby 
universit ies. Under thi s program outs tand ing,  gradua ting , college seniors, specifically inclu ding minorities and women, will be selected  for two years  of 
gra duate  study and  employment at  Ames. During  this period they  will work in professional science or engineering positions and also earn a Master 's Degree, □hey will spend brief periods at  other ins tal lat ion s to learn the full range of NASA programs. At the  end of the  two-year period, successful gra duate s of the  program will then  ent er a broad rang e of prog rams throughout  NASA and will 
have the opportunity  to compete for advancem ent to leadersh ip positions, including as tro na ut  corps when selections of futur e ast ronauts  are  made.

In addi tion to these  specific programs, we have  taken signif icant steps to 
prepare NASA’s infra -st ructu re for gre ate r EEO progress. We have  broadened the composition of seve ral key committees and  bo ards ;

The Personnel Management Review Committee now includes a mino rity and a w om an;
The Management Development Education Panel now includes three employee members. The tot al panel includes two women and  two min ori ties ; and
The Incentive Awards Board will include the  Federa l Women’s Program Coordin ato r and the  Assist ant  Adminis trat or for Equal Opportunity  Prog rams.
Here in Headq uar ters, we are forming an Employees EEO Advisory Group 

composed of employee elected rep resentativ es to meet periodically with  the  Admin istrator to make him directly aw are  of their views.
Ju st  as importantly , we are involving  line management directly in the  plan ning , implementation , and  monitoring of the  EEO Program . Under NASA’s new orga-
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ni za tion al  st ru c tu re , tli e Assoc ia te  A dm in is tr a to r fo r C en te r O pe ra tions will  he
re sp on sibl e fo r im pl em en tin g EE O po licy an d pro gr am s fo r re port in g  th e re su lt s
of  th e pro gra m s to  th e A dm in is tr at or , and fo r part ic ip a ti ng  in th e  as se ss m en t of
NA SA ’s pr og re ss . By  th is  m ea ns  we  ai m  to  ge t EE O ac co unta bil ity  on the
sh ou ld er s of  Agenc y lin e m an ag em en t wh o do th e  hi ring , th e pr om ot in g,  and th e
ex pe nditure  of  re so ur ce s.  Co ns eq ue nt ly , ac co unta bil ity  wi ll flow  do w nw ar d from
th e Assoc ia te  A dm in is tr a to r fo r Cen te r O pe ra tion s to  th e In st a ll a ti on  D irec to rs ,
M an ag er s a nd  S up er vi so rs .

To fu r th e r m otiva te  an d inv olve  mid dle level lin e m an ag em en t, we  a re  im ple
m en tin g a sy st em  o f U ni t Ac tio n Pl an s.  T hu s,  i n ad dit io n  t o th e fo rm al  Agenc y an d 
In st a ll a ti on  Affi rm at ive Acti on  Pla ns , m aj or o rg an iz at io nal  un it s w ithi n in s ta l
la tion s w ill  al so  deve lop  Ac tion P la ns keyed to th e hi ring , pr om ot ion,  an d 
tr a in in g  re qui re m en ts  an d ca pab il it ie s of th e ir  un it s.  The se  un it  m an ag er s wi ll 
th en  in di vi du al ly  be ac co un ta bl e fo r EE O pr og re ss . Uni t m an ag er s wi ll th us be 
m ot iv at ed  to ta ke  p a rt  in  EE O p la nn in g a nd m on ito rin g.

Fin al ly , to  c los e th e m an ag em en t loop, we  ha ve  f or med  an  Agenc y E qual  Op por
tu n it y  Co un cil  to  co ns is t of  th e Dep ut y C en te r D irec to rs , th e  Ag ency Fed er al  
W om en’s Pro gra m  Coo rd in at or , fo ur em ployee  re pre se nta tives  an d my se lf. Thi s 
council  will  se rv e to  deve lop  an d im pl em en t EE O po lic ies  an d pr ogra m s an d to •*
keep  (' en te r m an ag em en t in fo rm ed  on th e va riou s in it ia tives .

T hat is quit e a lon g li st  of  pr og ra m s.  D uring  th e re m ai nder  of  th e  ye ar . 1 do 
no t ex pe ct  an y mo re  new  in it ia ti ves hu t ra th e r I ex pe ct  to  co nce ntr at e on im ple 
m en tin g and so lid ifyi ng  o ur  ne w ga ins. We ha ve  l ot s of  in te rn a l a re as to  work on 
su ch  a s sta ffi ng  a nd  tr a in in g  w hich , th ou gh  no t glam or ou s, a re  e ss en ti al  to  a  we ll- ’
ru n pr og ra m . For in stan ce , we  wi ll ho ld an  Affi rm at ive Ac tio n P la n  De ve lopm en t 
an d Im pl em en ta tion  W orks ho p la te r th is  sp ring . Dep uty Cen te r D irec to rs  wil l 
a tt en d an d br in g th e key mem be rs  of  th e ir  EE O an d Pe rs on ne l st af fs  to  th e 
worksho p.  Out  of  th is  we hope  to bu ild  more ef fecti ve  EE O pl an ni ng , pro gr am 
mi ng  and m an ag em en t te am s a cr os s th e Agency.

Ag ain , on  bu ildi ng  th e in fr a -s tr uc tu re  of  our  pr og ra m , we  m ust  m ak e su re  
th a t our in it ia ti ves are  re le van t to  th e sp ec ia l co nc erns  of  wo me n an d th e 
Spa ni sh -s ur na m ed —th es e a re  spec ial  em ph as is  {vortions of  th e NASA EE O 
Pr og ra m . Let  me ou tl in e th es e are as bri efly. R eg ar di ng  th e F ed er al  W om en ’s 
P ro g ra m : A fu ll- tim e po si tio n ha s be en  es ta bl is he d in  my  office, in  ad di tion to  
th e F ed er al  ■Women’s Pro gra m  C oo rd in at ors  a t ea ch  NAS A in st al la ti on . Th ese 
Coo di na to rs  mee t w ith  an d co un se l th e  wo men a t th e ir  C ente rs ; th ey  part ic ip a te  
in  th e de ve lopm en t an d im pl em en ta tion of  Af fir ma tiv e Ac tio n P la n s ; th ey  rec eiv e 
di sc rim in at io n  co m pla in ts ; an d in m an y in st an ce s they  co ord in at e Wom en 's 
Pro gr am  A dv isor y Co mmitt ee s in  e ac h Cen ter.

R eg ar di ng  ou r Id -P oi nt  Pr og ra m  : A fu ll -t im e Sp an ish sp ea ki ng  Coo rd in at or  
po si tio n ha s been es ta bl is he d in th e Office of  Eq ua l O pp ortuni ty  Pro gr am s,  w ith  
Ag ency-wide  sco pe an d re sp on sibi li ty . C oo rd in at ors  ha ve  al so  been  ap po in te d 
a t ea ch  o f  our field  in s ta ll a ti ons to  as su re  th a t al l of  NA SA 's EE O pr og ra m s 
an d po lic ies  a re  re le va nt to  th e  co nc er ns  of  Sp an ish sp ea ki ng  Amer ican s.  NASA 
ha s co nd uc ted tr a in in g  se m in ar s fo r th es e co ord in at ors  in  co nj un ct io n w ith  
th e Civi l Se rv ice Co mm iss ion  an d th e Lea gu e of  U ni te d I^j itin  Amer ican  
Citi ze ns  (L ULA C).

Ju s t as  im por ta ntly,  Sp an ish sp ea ki ng  pe rson ne l a re  jo in in g th e  pr of es sion al  
EEO st af fs  a t NAS A fie ld in st a ll a ti ons in po si tion s no t ex clus iv el y re la te d to 
th e Id -P oi nt Pr og ra m. Fiv e Sp an ish sp ea ki ng  pe rs on s ente re d  fu ll -t im e EE O 
po si tion s in  1 he la st  six  mon ths. NA SA ’s in te ntion  is to  co nd uc t a  co mpr eh en sive , 
co or di na ted,  an d in te gra te d  Equ al  O ppor tu ni ty  Pro gr am , ra th e r th an  se para te  <
pr og ra m s in  wh ich  va riou s et hni c or  cu lt u ra l m in or it ie s wou ld co mp ete  fo r 
re so ur ce s a nd  m an ag em en t at te nti on .

NA SA ha s als o ma de  a spec ia l ef fo rt to  re cru it  a t uni ver si ti es  hav in g s ig ni fi ca nt  
nu m be rs  of  Sp an ish- su rn am ed  st uden ts . D uring 1973. Id -P oin t Pr og ra m  C o 
ord in ato rs  par ti c ip ate d  in Gov ernm en t C ar ee r In fo rm ati on  D ay s a t th e  fol low - «
ing  un iv ers it ie s:  New Me xico S ta te , La s Cr uc es . New Mexico , U ni ve rs ity  o f  
Tex as . El  Pa so , Tex as  U ni ve rs ity  of  New  Mex ico , A lb uq ue rq ue , New Mex ico  
H ig hl an ds  U ni ve rs ity , Las  V ega s, New Mexico.

Mr. Cha irm an , you  wi ll no te  th a t NAS A has  neit her ex cu se d it s  pe rf or m an ce  
no r simply prom ise d to do bet te r.  W e ha ve  ra th e r re port ed  on spe cif ic pr og ra m s 
an d in it ia ti ves.  We in  NA SA  see  th e  cu rr en t si tu a ti on  as  an  urg en t ch al leng e.
O ur  aim  is to  in cr ea se  su bst an ti a ll y  th e part ic ip ati on  of  wom en  and m in or it ie s 
in  al l of  NA SA ’s prog rams. T hat is  th e  ba si s on wh ich  we ex pe ct  to  be ev al ua te d.

Mr.  C ha irm an , th is  con clu de s m y st at em ent.
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EXH IBIT  I
COMPARATIVE ANALYSIS OF SEC. 8(a) MINORITY CO NT RA CT ING-A PERCENTAGE OF TOTAL 8(a) CUMULATIVE

AWARDS, FOR THE PERIOD FISCAL YEAR 1969 THROUGH FISCAL YEAR 1973

Civi lian agencies, agency name
Total 8(a) 

awards Percent of
(m illion s) total awards

Agricu lture. ____ . _____  . .  $5.3 2. 3AE C. .................... g 3Civ il Service Commission . . _____ . ............ .........................  .2 . 1Commerce . .  . ____ ..  ........ ...................  7 5 3 2LEOC..................
1 0 4Executive Office o f President . ...............  ........  ..............  .4 .2EPA .
2 0 9GSA . .

82 8 35 .2
10.1

6

HEW
23 7HU D. .. ........

1 5In te r io r___
3 2 4IRS___

02Jus tice ....... .. 7 3Labor________  . .
6 5 2.8

5.6
NASA . . . .

13 2NBS....................
02National Weather Service. . .......................  . . .0 5Office of Economic Opportunit y......... . . .  ________  . . .  6.6 2.8Post Off ice_____ ................................... ............... .........  5. 8 2 5RLA. ................  1 5 .6SBA

1 4 6Sta te .. _________ .. 1 1 ’ 5DOT..
42 3 17.9 

. 1
Treasury...... ............... ............ .................  .3VA ____

27 3 11.6

100.0
Total................. ............... $235 19

Note: This char t presents a compara tive analysis of sec. 8(a)  contrac ting as a percent of the tota l 8(a ) cum ula tive awards for all par ticip ating civ ilia n agencies of the Government. It  covers the period fiscal year 1969 thro ugh 1973, inclus ive. It  indicates tha t among 25 par ticipat ing civ ilian agencies, NASA ranks 5th in tota l dolla rs awarded.
Source: Small Business Admin istration, Status Report o f 8(a ) Contracts,  dated July  1973.

EXHIBIT  II

SUMMARY OF CONTRACTOR WORK FORCE DATA

Total emp loyment__________

Employment of minorit ies  (pe rcent) :
Officials and managers................
Professionals.................................
Techn icians..... .............................
Sales wo rkers...............................
Office and cle rical........................
Ski lled  cra fts ................................
Operatives (sem i-s kil led) ...........
Laborers (unskil led )...... .............
Service workers................... ........

T o ta l. .......................................

Employment of women (percent):
Officials and managers.......... ..
Professionals...................... ..........
i echnicians _ .............. . ............
Sales workers ........
Office and cle i. I . . .  ___ . .
Ski lled  cra fts . ____________
Operatives (s em iski lle d) ..  . . . .
Laborers (uns kil led)__________
Service workers________ ____

Total...........................................

Dec. 31,1971 June 30,1973 Dec. 31,1973

51,275 47,531 45,219

3.4 4.8 5.4
5.9 7.8 8.1

10.2 13.6 15.5
3.8 6.7 9. 0

15.6 19.4 20.9
8.8 9.6 10.6

21.4 27.6 28.9
47.5 51.7 62 .2
47. 4 46.4 44.0

11.8 14.4 15.0

2.1 2.8 3.9
5.5 7.6 8.4
8.5 10.6 11.6

17.0 13.3 21 .0
68.7 70.7 72.3
3.1 2.7 3.5

15.2 22.8 29.8
16.0 10.5 13.0
11.8 14.7 18.0

15.7 17.5 19.0

Note:  Percentages shown are of the  tota l wo rk forc e in tha t job  category.



Air. E dwards. Our next witness is Mr. Moritz.
Mr. Moritz. I desire to submit my statement.
Mr.  E dwards. li a s  it  been c overed?
Mr. Moritz. The m aterial is very s traight  forward.
Mr. E dwards. Without objection we will include Mr. Moritz’ state 

ment in the record.
[The prepared statement of Mr. Moritz follows:]

Sta teme nt  of Bernard Moritz, Asso ciate Adm inistr ato r for Organizat ion  
and Managem ent, Nation al  Aeronautic s and  Space Adm inist ra tio n

Mr. Chairman and Members of the Subcommittee: I am pleased to participa te 
at your request in this hearing on the equal employment opportunity programs of  
NASA.

Over the years NASA’s responsibilities in the EEO area have been executed 
through various organizational modes. It  will he helpful to the Subcommittee.
I believe, to trace briefly the evolution which has occurred.

First,  1 will describe the chronology of the organizational  settings for the 
contractor compliance portion of NASA's EEO programs. In 1963 the NASA 
Director of Procurement  was immediately and directly responsible for contractor 
compliance, a program subject to the overall direction of the Department of 
Labor. However, the Director of Procurement's authori ty was actually exercised 
through a delegation to the Department of Defense, which deals essentially with 
the same contractors as NASA. NASA reimbursed the Department of Defense 
for the services it provided.

In 1970, with the agreement of the Department of Labor, NASA undertook 
to perform contractor compliance operational responsibilities at its own inst alla
tions. At this time the Director of Procurement retained responsibility in this 
area. In February  of 1971 the  responsibility for contractor compliance was tran s
ferred to NASA’s Indust rial Relations Office, which already  possessed respon
sibility for labor relations matters.  This change was expected to permit greater 
emphasis on contractor compliance affairs and to enhance the objectivity with 
which operations were performed by separat ing them from the purchasing 
function.

To further promote these objectives and to achieve economy in the admin
istra tion of NASA’s principal EEO programs, the contractor compliance and 
Civil Service equal employment programs were merged on September 1, 1971, 
in the creation of a new organization, the Equal Employment Opportuni ty Of
fice. Tha t office was headed by a Director who reported for general administra
tive purposes to the Associate Administrator for Organization and Management. 
The Director retained his assignment as NASA’s Contract Compliance Officer; 
in tha t capacity he had direct access to the Administra tor. Since April 1973 
the head of the Equal Opportunity Office no longer reports to the Associate 
Administra tor for Organization and Management but directly to the Admin
istr ato r as discussed below.

Now I will tu rn to NASA civil service equal employment opportunity matters, 
for which the Civil Service Commission bears government-wide responsibility. 
The NASA Director of Personnel was NASA’s EE( > Officer during the period 
of the mid-sixties. Subsequent to  the creation of the Office of Organization and 
Management, the Associate Administrator for Organization and Management 
became NASA’s EEO Director on July 1, 1969. However, the Director of  Per 
sonnel continued to be the official actually responsible in an operational cana- 
city for NASA’s internal EEO program. On Janu ary 27, 1970, he was formally 
designated as the NASA EEO Deputy Director.

On September 1, 1971, as has been mentioned above, the new Equal Employ
ment Opportunity Office, organizationally within the Office of Organization 
and Management, assumed operating  responsibility at NASA Headquarters  for 
NASA’s internal equal employment opportunity program and its contractor 
compliance program. The Deputy Director of that  Office was also named Di
rector of NASA Equal Employment Opportunity—the civil service portion of 
our program. In the lat ter  capacity the Deputy Director had direct access to  the  
Administra tor. Formalities  regarding  the establishment of the EEO Office were 
completed on March 15, 1972, with the issuance of a directive giving the Asso
ciate Adminis trator for Organization and Management authority  as to EEO 
policies and procedures, and authority  to render final decisions on complaints



of  (l iscr im iu at io n.  In  Apr il,  11)73, in ord er to  ra is e th e org an iz at io nal  se tt in g  
fo r NA SA ’s EEO  pr og ra m s to  a level re port in g  d ir ectl y  to th e A dm in is tr at or,  a 
new po si tio n de si gn at ed  as  A ss is ta nt A dm in is tr a to r fo r Equ al  O pportunity  P ro 
gr am s was  es ta bl is he d,  and fin al au th o ri ty  fo r EEO  m att ers  was  as si gn ed  to  th a t 
official  t o a c t fo r a nd on beh al f o f t he  A dm in is tr at or.

Since re fe re nc e has  l>een mad e to NA SA ’s Equ al  O pp ort un ity Co uncil  an d my  
as so ci at io n th er ew ith , it  may  be hel pf ul  fo r me  to  de sc ribe  th e ba ck gr ou nd  fo r 
th e cr ea tion  of  th a t body  an d it s re sp on sibi li ties . The  Co uncil  w as  cr eate d  on 
Ma y 18. 1972, to  review , ad vi se , an d reco mmen d to  th e Dep uty A dm in is tr a to r on 
im pl em en ta tion  of  NA SA ’s eq ua l em pl oy men t op por tu ni ty  prog ra m. T he in it ia l 
mem be rshi p co ns is te d on ly of  mem be rs  from  NASA H ead quar te rs , w ith  me  as  
C ha irm an  and  Dr. Dud ley G. Mc Connell  as  F ir s t Vic e C ha irm an . The  mem be r
sh ip  co ve red  al l of  th e la rg e offices in th e H ead quar te rs , in cl ud in g th ose  hav in g 
in s ti tu ti ona l re sp on sibi li ties  fo r NA SA ’s in st al la ti ons.  As  C hai rm an  I se rv ed  
fo r one ye ar . W ith  th e est ab li sh m en t of  th e  off ice  of  A ss is ta nt A dm in is tr a to r 
fo r Eq ua l O pp ortuni ty  P ro gr am s ch an ge s in th e Co uncil  m em be rshi p were in 
or de r.  M em be rship has  bee n ex pa nd ed  re ce nt ly  to  incl ud e cert a in  NASA  em 
plo yees loca te d a t it s fie ld in st al la ti ons.

Fr om  May 5, 1969. to  Se pt em be r 18. 1970, I se rv ed  as  Act ing Assoc ia te  Adm in
is tr a to r fo r O rg an iz at io n and M an ag em en t. Fro m  Sep tem be r 18, 1970, to th e 
pr es en t, my  po si tio n is th a t of  Dep uty Assoc ia te  A dm in is tr a to r fo r O rg an iz at io n 
an d M an ag em en t. Acc ording ly , man y of  th e org an iz at io nal  as si gn m en ts  an d 
ch an ge s which  a re  de sc ribe d ab ove w er e ac co m pl ishe d duri ng  a pe riod  in  which  
I was  inv olve d. I will  be glad  to  re sp on d to  an y qu es tion s th e Su bc om m itt ee  m ay  
ha ve  w ith re sp ec t to  m att e rs  se t fo rt h  ab ove or to  re la te d  m att ers  of  whi ch  I am  
kn ow led ge ab le .

Thi s co nc lude s my st at em en t,  M r. C ha irm an .
Mr. Edwards. Our last witness is I)r. John F . Clark,  Director of God

dard  Space Flight Center.

TESTIMONY OF DR. JOHN F. CLARK, DIRECTOR, GODDARD SPACE
FLIGHT CENTER, NATIONAL AERONAUTICS AND SPACE ADMIN
ISTRATION

Dr. Clark. Mr. Chairman and members of the subcommittee,
I thank  you for this oppor tunity to describe the activities of the 
Goddard Space Flight  Center (GSF C) in the field of equal employ
ment oppor tunity . If it is agreeable with the committee, I will submit 
my en tire statement for inclusion in the record and will now present 
a summary of that  statement in order to conserve time.

The Goddard Space Fl igh t Center began operations in May 1959 as 
the first U.S. research and development labora tory to be constructed 
solely for the exploration of space. We began operations in the hectic 
atmosphere of the Nation's  reaction to the challenge represented by 
Sputnik I. The original Center staff was composed of employees trans
ferred from other Government agencies in which scattered efforts to 
explore space had been initiated. This original core was supplemented 
by individuals coming from widely dispersed sources; indus try, uni
versities, priva te research labs, the Armed Forces and Government 
agencies, and was made up of thousands of persons with related skills 
and intense interest in  space exploration. D uring this period, while no 
one had time to practice discrimination, there was also little time for 
concern with what are now referred  to as affirmative action plans. We 
recruited experience where it existed and, unfor tunate ly with the 
heavy emphasis on scientific and engineering positions, there were few 
women or minorities possessing the experience we required.

Now that  the Center and its programs have reached a stage of 
matur ity, we are giving  more attention to  the composition of our  work 
force. Times are changing ; this is reflecting, both in the  Government’s



policies and in the interests  and attitudes of our employees. Beginning in the summer of 1967, spontaneous employee group action prompted successful cooperation with management on fighting discriminatory housing practices in our community. This was followed by consultations w ith employee groups resulting in the establishment of the Center ’s Equal Employment Oppo rtuni ty Council which consists of the senior members of line management plus minori ty representatives, and is chaired by the Associate Deputy Director for Management. The Council is charged with overviewing our EEO  program. Following this, the Center recruited its first full-time equal employment opportuni ty specialist. We now have six positions committed full time to this work plus a number o f part-time professionals working with the Fed eral women’s program, the 16-point program and other EEO activities.As the professional equal employment opportuni ty staff, the supporting groups, and the Goddard  management undertook the commitment to affirmative action, we encountered to our dismay a number of environmental factors tha t you should be aware of. Fir st, our declining personnel ceiling, which reflected the declining ceiling of the Agency, coupled with hiring freezes and reductions-in-force have seriously reduced our normal h iring rates. This has made more difficult our attempts to change the  composition of an exist ing work force. Additional ly, the average grade constra ints placed on Goddard made those jobs which did  become available less attractive  to minorities and women, groups who were being very competitively recruited by industry  or expanding  Federal agencies.
In our case, recrui ting and retaining minorities has been fur ther complicated by our physical location. We are a field center located on the periphery of the Washing ton metropolitan area, facing the fact that  Federal headquarters type organizations in downtown Washington have grade s tructures which are higher and more attractive  to the more desirable professional women and minority candidates.Today scientists, engineers and technicians comprise 64 percent of our employees. We anticipate a turnove r of only S6 people in 1974 from this portion of our work force. We must depend for more rapid change, upon the other one-third  of our staf f: The professional administrative , clerical and wage grade employees of which we will hire about 200 this year. More than half  of that number will be clerical hires. In this skill area lies our next most difficult problem; convincing minority  clerical candidates  to work at Goddard. When tlie\ balance travel time and cost against equivalent or higher paying jobs in town, few of the young minorities are interested in Goddard. To date we have been unable to secure any public transpor tation which would make commuting by other than private automobile a practical possibility. With the gasoline problem, this situat ion has worsened. Despite the problems I  have enumerated which we have been experiencing over recent years, there has been an upward  trend in the percentage of minority employment in our total work force. One of our most difficult problems has been retain ing those females and minorities who are recruited. The relatively limited promotional opportuni ties at Goddard, due to average grade constraints, have made offers from competing organizations extremely attractive  to these individuals  on our payroll. Although at this point in the  year we have reached a level where approximately  15 percent of our permanent
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professional employee new hires are minority  and approx imately 18 
percent are professional female, we continue to have difficulty in 
impacting the total percentage of minorities or professional women 
in the work force. This results both from the numerical limita tions 
on our hiring and the difficulty in retain ing these hard-to-find indi 
viduals. While there is improvement shown in these statistics , we 
know that we must persist and innovate in recrui ting and retaining 
minorities and women. We have therefore set some equal employment 
opportuni ty motivated minimum hiring goals fo r calendar year 1974. 
From a total of 275 intended hires. 28 percent will be in these cate
gories with numbers as follows: 17 professional minorities, 28 p rofes
sional females, and 33 nonprofessional minorities.

We also expect to add to the professional work force additional 
women and minorities through  a greater emphasis on the internal  
movement of nonprofessional women and minorities to professional 
positions. We have therefore set as minimum goals for calendar year 
1974 the advancement of eight nonprofessional women and  four non
professional minorities into  professional positions.

We are focusing our recru iting  activities on predominantly black 
and female colleges. We also have visited five colleges with substantial 
Spanish-speaking enrollment and one university  with a substantial 
American Indian  population. Fur ther, we are intensifying recrui ting 
efforts for our feeder programs (such as the co-op and Federal junior 
fellowship programs) at predominantly  minority  and female schools. 
Other affirmative action steps being taken in clude:

(1) Continued involvement in special hirin g programs for the dis
advantaged ;

(2) The public service careers program which provides an oppor
tuni ty for tra inin g low-skilled indiv iduals;

(3) Continuing the summer aide program which provides employ
ment for approximately 110 predominantly black summer aides.

We will also continue a number of special programs designed to 
improve upward  mobility for our employees, such as:

(1) The college level entrance program presently including 38 em
ployees of which 16 are women and 2 minorit ies;

(2) The general education development program providing  for a 
certificate of high school equivalency. Last year there were 7 women 
and 3 minorities out of a total of 13 par ticipants;

(3) An introductory stenography course in which 6 of 18 par tici 
pants were minorit ies;

(4) The continuing education program (C EP -I) which provides 
for evening academic courses at local universities related to a voca
tional goal which can be utilized by NASA.

In addition to our existing programs in upward mobility, we are 
scheduled to implement two new endeavors this year :

(1) I he S TE P program which will provide a means for  nonprofes
sional employees in grades 5 through 10 to  become entry level profes
sionals with a 1-year tailorm ade tra inin g program.

(2) The C EP  II program which will provide for the attendance by 
nonprofessional employees at regula r college courses for up to 8 hours 
a week as part of their normal work assignment.

Beyond these activities directly  relat ing to our civil service work 
force, we have a number of programs invol ving us with the community
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outside Goddard. Of primary importance are those with colleges and 
universities having predominantly minority enrollment. Beginning 
with the award of research gran ts to live such institu tions in 1969, 
we have expanded our programs to 10 predominant ly minority schools 
to include additional grants, equipment and facil ity loans, summer in
stitu tes for both students and faculty and part- time employment for 
students under the college work study program. Our three summer 
institutes include the summer faculty program now in its fourth year 
in cooperation with Morgan State College, the Ins titu te in Computer 
Applications conducted in conjunction with Bowie State College, and 
the Summer Insti tute  in  Biomedical Research in Technology Ut iliza 
tion conducted jo intly with the colleges of engineering and medicine 
at Howard University.

In the area of business and industry, we have an active compliance 
program under which we monitor the equal employment opportunity 
programs at 28 prime and 3 subcontractor facilities total ing 6,958 em
ployees. This included conducting complaint investigations and pre
parin g quarterly ratings on Equal Employment O pportunity  progress 
for use in appropria te award fee contract evaluations. Since assuming 
responsibility from the Department of Defense for this program in 
1970, the contractor minority work force has increased from 16 percent 
to 21 percent and the female population has increased from 17 percent 
to 24 percent. We are part icula rly pleased tha t these increases are 
reflected in all job categories rather than  in just the clerical and tech
nician areas. Our goal for the end of  1974 is 25-percent minority and 
23-percent female. We have everv expectation of achieving this target.

Another important aspect of our tota l equal employment oppor
tuni ty program is the minority business enterpr ise program conducted 
under section 8A of the Small Business Act. Here  we contract  with 
minority-owned firms fo r goods and services required  by the Center. 
In  fiscal year 1972 we made four contract awards total ing $152,000. In  
fiscal year 1973 we were able to increase this to 15 actions tota ling 
$1,050,000. Our targ et for fiscal year 1974 is $1.3 million. We are 
presently reviewing some of our larger procurements to determine 
whether there are segments which could be broken out and set aside 
for minority concerns.

Mr. Chairman,  I  apprecia te th is opportunity to present to the com
mittee a review of  our aspirations, problems, and achievements in the 
field of equal employment opportunity. I share with you a feeling of 
concern and commitment to a program which must enable th is country  
to make maximum utilization of its human resources.

Thank you.
Mr. Edwards. Thank you, Dr. Clark, for a most helpful statement.
V’.'ould you say the G oddard  Center is the best in th is area of equal 

opportunity and employment programs?
Dr. Clark. I  will defer  to Dr. McConnell.
Dr. McConnell. 1 feed that Goddard Space Center has undertaken 

very imaginative and creative programs. They have, on thei r own, 
taken steps to move employees from nonprofessional positions to pro
fessional positions. It  is one of our newer Centers and from the begin
ning has had a work force w ith a significant number of  minorities in 
high-level positions. However, Goddard must do much more to  main
tain  its current position and I  will not l»e satisfied until we have a work 
force fully representat ive of minorities  and women.

Mr. E dwards. Do you have a day-care center?
Dr. Clark. Yes.
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Mr. Edwards. Do any of the other Centers have such a day-care center.
Dr. McConnell. Goddard is the only installation that  has a day

care center at  present.
Mr. Edwards. Is that true, Doctor ?
Dr. Clark. Yes.
Mr. Edwards. I have no questions.
Mr. McClory. Are we going to hear  from J o Marie DiMaggio?
Dr. McConnell. Not at this time. I believe Ms. Benita Sidwell is 

here to assist Dr. Clark.
Mr. McClory. Does she look a fte r the  women’s interests  there?
Dr. Clark. She is the Assistant Chief a t our Manpower Ut ilization Division.
[The prepared statement  of Dr. John F. Clark  follows:]

Statement of Dr. J ohn F. Clark, Director, Goddard Space Flight Center, 
National Aeronautics and Space Administration

Mr. Chairman and Members of the Committee: I thank you for this opportuni ty 
to describe the activities of the Goddard Space Flight Center (GSFC) in the field of Equal Employment Opportunity.

center mission and historyCreation of the Center
Let me first describe who and what we are, and why we exist.
We at  Goddard conduct research in the areas of space science, earth science, 

and space applications (such as weather satellites  and Ear th Resources Satel
lites) . Our tools include spacecraft, sensing devices, instruments, computers, ob
servatories, sounding rockets, balloons, laboratories, libraries, tracking stations, 
communications networks, and experimental fabricat ion facilities. Our people 
work in a large number of very specialized disciplines. To help or ient you, I  will name some, but only a few.

They include: aeronomy, astro-physics, telemetry, meteorology, navigation, 
solar physics, geodesy, chemistry, mathematics, geology, astronomy, engineering, 
oceanography, thermodynamics, data  processing, power sources, systems design, 
metallurgy, and optics. In May 1959, Goddard began to construct  from scratch the 
first U.S. research laboratory dedicated to the exploration of space. The site 
chosen was at  Greenbelt, Maryland, about 15 miles from Washington, D.C. on 
the Parkway to Baltimore. We began our work in the hectic atmosphere of the  
nation’s reaction to the challenge or possible thr eat  represented by Sputnik I. It  
was a “national goal” atmosphere, and remained so for the first six or seven years 
of explosive expansion.
Staffing and recruiting at the s tart

Employees to man the new Center were originally acquired from other 
Government agencies in which scatte red efforts to explore space had begun. 
Entire  units  were excised from these agencies and assigned to Goddard. In  this 
influx of organized groups were teams from the research centers of the NASA- 
supplanted NACA (the National Advisory Committee for Aeronautics ), from 
the Naval Research Laboratory, and from the Army Signal Center at  Fort  
Monmouth, N.J. The influx of individuals, however, came from more widely 
dispersed sources . . . industry, universities, private research labs, the armed 
forces, Government agencies . . . and was made up of thousands of persons with 
related skills and intense interest in space exploration.

In addition, our recruiters for years conducted an urgent search for people 
who had existing, journeyman level skills tha t could be put to use at once upon 
hiring. We were playing “catch-up ball” in space exploration and we vigorously 
recruited for experienced people.

The activities of this period provide many insights for us now in our view of 
Goddard’s EEO program. First,  in those hectic years nobody had time to 
practice discrimination. Second, we sought and hired talen t and experience 
from whatever race, background or sex . . . and assigned tha t asset at  once 
to urgent work. Third, we acquired research teams in thei r entire ty, with 
no screening- of individuals. Fourth, the mass of hiring activity  occurred in 
the early 60’s, a time when the existence or experience of women and minor-
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ities in science disciplines was discouragingly low. Fifth , the Center concen
trated its manpower alloca tions heavily into science and engineering positions, 
and contracted with industry for its support services; this unfortuna tely added 
to our problem of fewer minorities and fewer women in the Goddard Federal 
work force. Sixth, there was only nascent activity in those days on affirmative 
action in EEO, and we were simply current , not pioneering.
The matu rity stage and EEO

And so we came into full matu rity jus t past the mid-60’s, a t the time I  joined 
Goddard as its Director, with a predominantly white male organization, the 
tradit ional  struc ture of research laboratories at tha t time. As an organization 
we also then began to “catch our breath.” We finally had time to look at our 
overall circumstances, to encourage our administrative  requirements to overtake 
the technical thrust , and to give more attention to a heavily-laboring work force. 
The times were changing, as were government policies, and as were the interests 
and attitu des of our employees. As an example, in the summer of 1967, sponta
neous employee groups prompted successful cooperative action with management 
on fighting discriminatory housing practices in our community. Our announce
ments to all employees on Equal Employment Opportunity and the inten t to 
create  an Affirmative Action Plan sparked requests from groups of employees 
for consultation and for planning-meetings to speed progress. Minority employees, 
male and female, offered to serve and were assigned as EEO advisors. Manage
ment fur ther responded by holding a series of meetings with employee groups 
which led to the establishment of the Center’s existing EEO Council, which I will 
describe later.

IN IT IA TIN G  THE EEO PROGRAM 

Creation of a Professional Staf f
As we began our formal, organized effort to do positive things in the EEO 

area, it was obvious that  we were up against some substantial obstacles. With 
the expansion phase behind us, the opportunities to rapidly change the racial 
and sex distribution in the work force were severely reduced.

It  was clear tha t we would need a professional EEO staff. A full-time Equal 
Employment Opportunity position was established in December, 1969. Prior  
to tha t time the EEO function had been carried  out by the Center Personnel 
Officer. Our current staffing is shown in Chart No. 1.

GSFC EEO STAFFING
PARTTIME FULLTIM E

TOP MANAGEMENT
•  EEO OFFICER 1

PROFESSIONAL STAFF

•  COORDINATOR -  EEO PROGRAM 1

•  EEO SPECIAL IST-INTE RN AL PROGRAM 1

•  EEO SPECIALIST - CONTRACT COMPLIANCE 2

OFFICE STAFF -  CLERICAL 2

SUPPORTING GROUPS
•  EEO COUNSELORS 8

•  16-POINT PROGRAM COORDINATOR 1

•  FEDERAL WOMEN'S PROGRAM COORDINATOR 1

CHART 1
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Supporting Groups and Functions
In addition to the full-time staff, the program is at  this time fur the r sup

ported by :
—8 EEO Counselors who advise employees in regard to problems and com

plaints of discriminating practices and seek solutions informally to such 
problems;

—A Federal Women’s Program Coordinator who assists in the development 
and implementation of programs to increase the utilizat ion of women and 
assures tha t equal opportunity for women is an integral par t of the Center’s 
overall program ;

—A sixteen Point Program Coordinator who serves as the focal point for this 
special-emphasis program for Spanish Surnamed Americans; and

—An Equal Employment Opportunity Council tha t assists me, as Center 
Director, in the implementation, evaluation and monitoring of the Affirma
tive Action Program. The Council is chaired by the Associate Deputy Di
rector for Management and includes our 8 directorate heads. This is a 
reflection of our conviction tha t line management must be involved in any 
program of this natu re to ensure success.

INTE RN AL  EEO PROGRAM

As the professional EEO staff, the supporting groups, and the Goddard man
agement undertook the commitment to Affirmative Action, we encountered, to 
our dismay, a number of environmental factors  tha t you should be aware of. 
Factors Affecting Internal Program

First, the agency’s declining budget and personnel ceiling impacted Goddard 
in Ju ly 1971 as  we went in to a total hiring freeze in prepara tion for our fi rst Re
duction in Force which was effected October 3, 1971. Concurrently, the OMB on 
August 5, 1971, proclaimed a total freeze on all  salary  adjustm ents and promo
tions in an attempt to control grade escalation in the General Schedule. That  
constraint in par t remains with us to this day. The relaxation of OMB control 
has been replaced with agency controls consistent with OMB’s intent  and we 
began a program designed to effect the assigned reduction in the average grade 
of our general schedule employees.

In December 1972, with another total Federal hiring freeze already upon us, 
we began prepara tion fo r our second reduction in force. Before the  Federal hiring 
constra ints could be removed, we again were faced with our own hiring 
and promotion freeze which preceded and persisted through May 1973 reduction 
in force.

In the view of many promising candidates, an agency with repeated and con
tinuing freezes and constraints was to be avoided. This made i t difficult for  us 
to compete with industry and with other Federal Agencies which were expanding.

Another continuing problem faced by the Center is its geographical location. 
Its  significance is demonstrated in two primary ways. First, GSFC is a field 
center essentially located in the Washington Metropolitan Area. Consequently, 
we find ourselves competing with Headquarters-type organizations in downtown 
Washington whose grade struc ture is higher and more attra ctive  to the most 
desirable professional women and minority candidates. Secondly, our location a t 
the junction  of the Bal timore Washington Parkway and the Washington Beltway, 
while convenient to  many commuters, constitutes an obstacle to the significant 
minority population which resides within the District  of Columbia. The existing 
bus service is essentially  inadequate or nonexistent and makes necessary the use 
of private automobile transpor tation.
Nature of the GSFC work force

The EEO job at GSFC is also compounded by the nature of the work force. 
The distribution of skills in our work force is shown in Chart  No. 2.
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GODDARD SPACE FLIGHT CENTER
COMPOSITION OF WO RK FORCE (PERCENT)

FY
1963

FY
1974

SCIENTIFIC & ENGINEERING

TECHNICAL

49
J> 3%

1 4 ^

46
'>64%

1 8 ^

PROFESSIONAL ADMINISTRATIVE 9 16

CLERICAL 20 16

WAGE 8 4

AS OF 12/31 /73

CHART 2

You will  notice th at  the gre at bulk  of our employees are  in  the  discipline are as 
in which we experience the  lowest at tr it io n;  scientist s, engineers, and  tech 
nician s. Toge ther these  three made  up 63% of Goddard’s employment in 1963. 
Over the years,  the pa tte rn has  not  changed significantly. Scien tists,  engineers, 
and  technicia ns now comprise 64% of our employees. Because  these  areas have 
such  a low turn ove r rate , the re is litt le opportunity to make  rap id changes by 
repla cement-h iring  und er EEO guidelines. For  example, in thi s calendar year’s 
projecte d hiring needs, only 86 people or 31% o f our hires wil l be for this % of 
our  e nti re work force. The ra te  of change  for this group is fu rth er  hampered by 
the  sca rci ty of mino rities and  women in technical disciplines. The cupboard is 
ra th er  bare. We are  looking hard, however, and  are  developing methods for  
finding those  who exist.  One useful technique is colleague referra l from alre ady  
employed minorities and females in the techn ical disciplines.

Years  ago th e hir ing  process f or  scient ists  w as tradit ion ally through colleague 
referr al.  There have been for  yea rs goodly numbers of peer-respected scientist s 
of A siatic o rig in ; and  th is was a  help in recruit ing  th is minority  group. But  th ere  
has been a tragic  shor tage  of women and  blacks. For tunate ly, th at  picture is 
changing as young people see opportunity  for care ers in the  physical sciences. As 
these newcomers appear on the  scene we are using the old colleague referra l 
practic e to find female and black candidates  for techn ical jobs.

We a re  depending for  more rap id change  upon the  other % of our work fo rc e: 
the  profe ssional ad min istrativ e, c lerica l, and wage g rade  employees.

We are overcoming diffe rent  obstacles with  this  group. This  year we will hire  
abo ut 275 people alto gether  and 200 will be for  those skills.  More tha n ha lf of 
th at  number will be clerical hires , but  in this are a lies our nex t most difficult 
problem: convincing minority  clerical cand idates to work at  Goddard. When 
they balan ce trav el time and  cost aga ins t equivale nt or higher  paying jobs in 
town, few of the young minorities are inte rest ed in Goddard. With the  gasoline 
problem, the situ atio n has  worsened.

Nevertheless,  we have made and  are continuing to make progress, as I will 
illus tra te  by some s tati stic s.
Sta tist ica l info rma tion

Over the  recen t years we have had an upw ard  tren d in the  percentage of 
minority employment in our total work force despi te the inhibit ing environmental 
fac tor s I  described to you earl ier.  C hart No. 3 shows tha t history.
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GODDARD SPACE FLIGHT CENTER

MINORITY  PE RM AN EN T EM PL OYM EN T

FISCAL YEAR AS OF  12 /3 1/73

CHART 3

One good measure of progress is the rate  of hiring. Here in Chart No. 4 is our 
experience with minority hiring as a percentage of total hi rin g:

GODDARD SPACE FLIGHT CENTER 
HIR ING  PROFILE  

TOTAL PE RM AN EN T EMPLO YEES

FISCAL YEAR (as of 3/4 /74 )

CHART 4

For professional ranks the rate  of hiring for women and  minorities is shown 
in Chart No. 5.



GODDARD SPACE FLIGHT CENTER
HIRING PROFILE

PROFESSIONAL PERMANENT EMPLOYEES

And a final item to consider in rat e of hiring  is seen in Chart No. 6: the percent
age of non-professionals who are minorities.

GODDARD SPACE FLIGHT CENTER
HIRING  PROFILE

NON-PROFESSIONAL PERM AN ENT EMPLOYEES

FISCAL YEAR (as of 3 /4/74)

CHART 6

The numbers of accessions reported here  are somewhat higher than  the NASA 
Headquarters’ statis tics would indicate, particularly  in 1973. This has resulted 
from the omission of some minority hires in the data  we have reported. In 
every case, the statis tics quoted herein have been verified by comparison with 
hiring records.

There is improvement shown in these statistics. Nevertheless, we know tha t 
we must persist  . . . and innovate . . .  in recruiting and retaining minorities 
and women. We have therefore set some EEO-motivated hiring goals for  CY 1974.



67

From a  total of 275 intended  h ires, 28% will be in these categories, with numbers 
as fol low s:

17 profes siona l minor ities 
28 professional females 
33 non-professional minorities

We also expect to add to the profes siona l work force addi tional  women a nd  m i- 
nori ties  thro ugh  a greater  emphasis  on the int ern al movement of nonprofessional 
women an d minorities to p rofess ional  positions. In  thi s a rea we have  set as min
imum goals for  C alendar Year ’74, the advancem ent of 8 non-professional women 
and 4 non-professiona l minori ties  into  professional posit ions.

The following two examples illu str ate  the opportu nities available to employees 
to advance to more responsible positions. The f irst  case is t ha t of a black male who 
ente red on duty in December 1959 a s a WB2 Driver Messenger. Following thi s 
ini tia l position, the employee was tran sfe rred, trained , and  assigned as a Lith o
graph ic Pla te Maker in the  Center’s Prin tshop. Dur ing the next several years, 
through  his own ini tia tive and with some as sistanc e under the  Government  Em
ployee Tra inin g Act, the employee earned  a degree from Fed era l City College in 
Jun e 1973. He has since been assigned  to a position in the procurement area w here 
he has unlimited opportunity for  advancement.

The second case i s t ha t of a  GS3 Clerk Typ ist who began her  F ederal career  a t 
Goddard 15 years ago. She moved into  progressively responsible cler ical  and 
techn ician  positions.  Based on her  potent ial and  expe rtise  in the  personnel field 
she was subsequently selected for  a professional posit ion. Recen tly this  individual 
was selected for a Superv isory position as Branch  Head in our  Personne l Divi
sion and  now has one of the  most responsible assig nments in that  Organization. 
Current activities

The most imp ortant  of our Affirmative Action activities is o f course  th e hiring 
effort. It s success is keyed to the effectiveness of our recruiting. Dur ing the  cur
rent fiscal year  the Cente r recruit ed for  professiona l ap plicants  a t thi rte en  Black 
colleges and universit ies, thre e women’s colleges, five colleges with sub stantial 
Spanish  speak ing enrol lmen t and  one university  with a sub stantial American 
Ind ian popula tion. In  our effort to reac h an even larg er number of ca ndidat es we 
ant icip ate  adding an  add itio nal  19-15 schools which have  sub sta nti al minority 
and  female populations.

We have also been intensifying  rec rui tment  efforts  for  our feeder  programs 
(such  as the  Co-op and Federal  Jun ior  Fellowship Prog rams) a t predominant ly 
minority and  female schools. A rec ent increase  in the number of positions we were 
able to fill in the Co-op Program will enable us to broaden our minority  and fe
male positions in the  Scientific, Engineering and  Administ rative areas. This y ear  
we also began a program with two year vocat ionally-oriented schools. It s objeo 
tive  is to stre ngthen  our techn ical manpower and  incre ase our mino rity posit ion 
in the  tec hnical trades area.

Beyond recrui ting activities the re are  other Affirmative Action steps being 
taken.  For  exam ple :

—We have continued our  involvement in special hiring prog rams for  the  
disadvantaged.

—Thirty -eight trainees have partic ipa ted  in our Public Services Careers Pro 
gram  to this date.  The PSC program, a Federal ly direc ted plan for  agency 
use in hir ing  and tra ining low-skilled persons, provided opp ortunitie s through  
tra ining  experiences for  them to e nte r care ers in the Federal  service.

—GSFC’s par tici pat ion  in the Fed era l Junio r Fellowship Program increased 
las t fiscal yea r from a previous level of 8 to 13 par ticipan ts, five o f whom 
were minor ities, while four were females . The Federal  Junio r Fellowship  
program is designed to provide continuing summer and vacat ion employment, 
until college gradua tion , for  outs tanding high school senio rs who plan to 
atte nd college and who ar e in  need of financial assis tance .

—The Center partic ipa tes  annually in two major  summer hir ing  programs 
which impact minorities and women. Approxim ately 110 Summer Aides who 
are predominant ly needy Black high school students , are  hired a t $1.60 per  
hour. Some of these  individuals  a re  conver ted to the  Stay- in school prog ram 
during the academic year.

—Last summer, 13 of our Federal  Summer Intern s par tic ipa ted  in  th e Summer 
Insti tute in Publ ic Adm inis trat ion—a program designed to involve more 
young talented  scho lars in government  operation s for  t he  summer months—
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an experience th at  might  be decisive in a studen t’s long-range career  plans.
Five other summer inte rns  held jun ior  professiona l positions. Of the 18 p ar
ticipants,  6 were women and  2 were minoritie s.

Upward mobility
GSFC has approached Upward Mobili ty in the following  fashion :
—38 employees are  enrolled in the College Level En trance  Program  (CL EP), 

designed to ass ist  those inte rest ed in acquiring  a college degree by making 
use of prac tica l knowledge gained from work exper ience  and  othe r sources.
The CLEP is a series of academically based tes ts thro ugh  which up to 24 
und ergraduate credit  hours may be ea rned  by s tud ent s and  recognized by a 
cooperating college. In 1973, of a tota l enrol lment of 49, the re were 15 women 
and one minority. In  1974, there were 16 women and two minorities, of a 
tota l of  38 par tici pan ts, or 47%.

—The General Educatio n Development or GED Program provides individuals 
who have not completed high school with  a way to earn the ir cert ificate of 
high school equivalency. In FY 72, ther e were seven women and nine minori
ties of a total of 35 pa rti cipa nt s; and in FY 73 th ere  were 7 women and 3 
minor ities of  a to tal of 13.

—Eighteen Center employees par tic ipa ted  in an intro duc tory  stenography 
course which is designed to help enhance the ir quali fications for  higher 
level sec retarial positions. Of the  18 female par tic ipants , six or 33% were 
minorit ies.

—The CEP I Program  (Continu ing Educatio n Program) provides supp ort to
GSFC employees who wish to enrol l in evening academic courses at  local »
universitie s. Courses are approved not only on a job-relatedness basis  but
also if they relate  to a vocationa l goal which can be utilized by NASA.

New program s of Upward Mobility are scheduled to be implemented  a t GS FC :
—The STEP Program  o r Specialty Tra inin g for Entry-Level Professionals will 

provide  a means  for  non-professional employees to become entry-level pro
fessionals in abou t one yea r through  a tailor-made tra ining  program. The 
STEP Program will begin th is spring.

—Another  mechanism for  Upward Mobility is the  CEP II  Program. It  enables 
non-professional employees, who have been recommended by the ir supe r
visors, to att end college dur ing duty  hours  for  up to eight  hours a week as 
pa rt of th eir  work assignm ent. In  addition, they may pursue Goddard funded 
afte r-ho urs courses.

—This program has  an ant icip ated implementation  beginning with  the aca 
demic ye ar sta rti ng  September  1974.

Communi ty act ivit y
Goddard has  several programs designed to assure  external  dissem ination of 

our  Equal Employment Opportuni ty policy and  to provide assistance to the  com
munity in various activitie s. Of pr imary importance is ou r program with  colleges 
and univ ersi ties  with  predominantly  minority enrollment. The majority of the 
schools that  we work with  are  located in the  Distr ict  of Columbia, Maryland,
Delaware, and  Penn sylvania . They are listed in Ch ar t No. 7.



GSFC PROGRAM WIT H COLLEGES & UNIVERSITIES 
WIT H PRE DOMINANT LY MINO RITY  ENROLLMENT

PARTICIPATING SCHOOLS

DELAWARE STATE COLLEGE.....................................

FEDERAL CITY COLLEGE............................................

HOWARD U N IV E R S IT Y ..............................................

BOWIE STATE COLLEGE...............................................

MORGAN STATE C OLLEGE.........................................

UNIVERSITY OF MAR YL AN D.....................................
(EASTERN SHORE)

NORTH CAROLINA A & T C O LLE G E .........................

COPPIN STATE C O L L E G E .........................................

ALCORN A & M  C O L L E G E .........................................

WASHINGTON TECHNICAL INS TIT UTE.....................

DOVER, DELAWARE 

WASHINGTON, D.C.

WASHINGTON, D.C.

BOWIE, MARYLA ND 

BALTIMORE, MARYLAND 

PRINCESS ANNE, M ARYLAND

GREENSBORO, NORTH CAROLINA 

BALTIMORE, MARYLAND 

LORMAN, MISSISSIPPI 

WASHINGTON, D.C.

CHART 7

Our involvement began in 1960 with the  award of research  g ran ts to 5 in sti tu tions. Since th at  t ime, our act ivi ties  have expanded to include summer ins titu tes  for  both studen ts a nd facu lty,  pa rt-t ime  employment under the college work-s tudy program, loans of equipment, and use of fa ciliti es.
We conduct three summ er ins titu tes  with  minority colleges:
—This summer will he our  fifth year of sponsoring the  Insti tu te  in Computer Applicat ions. This  program is conducted in conjunction  with  Bowie Sta te 

College and provides studen ts form al inst ruc tion  and on-the-job tra ining in computer applications. This  is a ten week program and involves approximate ly 16 students.
—The Summer Faculty  Program, now in its  4th year, is conducted in cooperat ion with  Morgan Sta te College and provides an opportunity  for ten faculty members to partic ipa te in resea rch act ivity during a ten-week period. This p rogram was initi ally  implemented in 1971.
—The Summer In sti tu te  in Biomedica l Research in Technology Utili zation, now 5 years old, is conducted in conjunction with the Howard Univers ity 

School of Engineering and  the College of Medicine. The  In sti tu te  provides 10 stud ents  with  backgrounds  in Engineering  with the  opportu nity  to pa rticip ate in the  solut ion of Biomedical Engineering  problems. This program has produced two patent s so f ar;  and 45% of those science and engineering  studen ts who part icip ated w ent on to  medical school.
During the  past 3 y ear s our  resea rch with  mino rity colleges and universities has expanded from an ini tia l involvement  with 5 schools in FY 1969 to 10 in FY 1974. The number of colleges, an d grants , and t he  funding involved is shown in C har t No. 8.



GSFC PROGRAM WITH COLLEGES & UNIVERSITIES 
WITH PRE DOMIN ANTLY  MINO RIT Y ENROLLMENT

GRANTS

(1) (2)
FY 1969 FY 1973 FY 1974

PARTICIPATING COLLEGES & 
UNIVERSITIES 5 7 10

NUMBER OF ACTIVE GRANTS 7 17 21

TOTAL FUNDING $129,000 $414,000 $306,000

(1) IN IT IA L FUNDING
(2) JULY  - DECEMBER 1973

CHART 8

Finally, we currently have equipment  loans to Morehouse College in  Atlanta , 
The University of Maryland, Easte rn Shore, and Federal  City College.

CONTRACT COMPLIANCE

In  the  area of con trac t compliance we are required by Exec utive  Order 11246 
to insure  that  our con trac tors  are  tak ing  affirmative action to extend equal 
opportunity in employment to members of minority groups and  women. Pr ior 
to the  assignment of this  responsibi lity to us on March 17, 1970, NASA had 
relied  on the  Department of Defense to  perform  the  function.

Specifically, our  responsib ility for the  impleme ntation of this  Natio nal pro
gram extends to all NASA/Goddard  con trac tors  and  subcontrac tors  working 
on or nea r our  Center. Cur rently we mon itor 28 prime con tracto r faci litie s and 
3 subcontractors, tota ling  6,958 employees. Two full-t ime employees and one 
par t-tim e employee perfo rm thi s function. In  recognition of the need to give 
direction to this  program, numerica l goals have been established to provide a 
guide to contrac tors  as to the  ra te  of improvement desir ed in minority  and 
female posture. These goals were based on experience gained during the first 
15 months of the  program. Fo r Goddard contrac tors , the December 31, 1974, 
goal is 25 percent for minorities and 23 percent for women.

Our compliance staf f conducts var ious reviews. These  include: a) pre-award 
reviews for  the purpose of dete rmining  a con trac tor’s eligib ility for  award  of a 
procu rement contract; b) ann ual  compliance reviews or post -award reviews du r
ing which the con trac tor’s affirmative action program is evaluated and goals and 
timetables are  established, and, c) follow-up reviews to measure  progress from 
the previous review. The staf f also conducts  complaint  inves tigat ions.  In add i
tion, they prep are qua rter ly event rat ing s on EEO progress for  the evaluatio n 
repo rts on Cost Plus  Award Fe e Contracts .

Since assuming responsibili ty from DOD fo r the  c ont rac t compliance program, 
we have worked hard and made signif icant progress in mino rity and female 
util ization. Chart No. 9 shows the  minor ity and female makeup of our  con
tra cto rs’ work forces.
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GODDARD SPACE FLIGHT CENTER

CONTRACTOR WORKFORCE

CHART 9

C h a r t s  N o s . 1 0  a n d  11  s h o w  t h e  u t i l i z a t i o n  b y  o u r  c o n t r a c t o r s  o f  m i n o r i t i e s  a n d  
f e m a le s  i n  s e le c te d  j o b  c a t e g o r ie s .

GODDARD SPACE FLIGHT CENTER

CONTRACTOR WORKFORCE 
MIN OR ITIES IN SELECTED JOB CATEGORIES
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GODDARD SPACE FLIGHT CENTER 
CONTRACTOR WORKFORCE 

WO ME N IN SELECTED JOB CATEGORIES

We expect to continue our  progress in the  u tiliz ation of m inor ities  and women 
in all occupational areas and to assure  th at  our contrac tors  fulfill their  requ ire
ments in all a spects of thi s program.

MINORITY BU SIN ES S ENTERPRISE PROGRAM

The author ity  for  th e mino rity business enterpr ise program is Execu tive Order 
11625, issued October 13, 1971. To at ta in  the  goal of increased involvement of 
mino rity businesses, the NASA Procurem ent Regulation p oints out thre e primary 
are as of con tinuing and  increas ing effort. They a re :

— (1) place minor ity individuals and minority-owned firms on source lists,
— (2) counsel such individuals  and firms with respe ct to procurement policies 

and procedures and NASA business opportunit ies, and
— (3) inform such individuals and firms concerning sub-contracting  oppor

tuni ties .
The regu lation also cites the  ass ista nce  of the  Small Business Adm inist ration 
(SBA)  under Section 8( a)  of the Small Business Act. This  section authorizes 
the SBA to act as prime con trac tor  to an agency for  goods or services. The SBA 
then subcontract s with eligible and  certified firms for performance of the co ntrac t.

At GSFC, the responsibili ty for  implementa tion of the  minority enterprise  
program is assigned to the Office of the  Small Business Specia list. This is espe
cially app ropriate because Bidd er Lists  for  a ll procurem ents  are  prepared  there . 
Additionally, newly awarded  con trac ts are  reviewed by this Office, thus allowing 
recognition of possible sub-contracting  oppor tunit ies.

We began the  program  with a mail-out to those firms in the local area certified  
by SBA, and having the  capabil ities for which we con trac t, requesting their 
applicat ion for the  Bidders’ Mailing  List. As recognit ion and  placement of these 
firms on ou r Bidder Lis ts began, the ir managements were also asked  to vis it the 
Center  and  meet technical people inte rest ed in the ir are a of expert ise. In  this  
manner, our  technical personnel became fa mi liar with the capabili ties  of m inori ty 
firms and  can recommend thei r solic itat ion on a set-as ide when a procurement is 
ini tiated.  At the same time, the  firms receive counsell ing from the personnel of 
the  Small Business Office regarding Goddard  procurement  policies and  procedures .

The life  blood of our  program is fam ilia rity  with  a firm’s cap abili ties by God
dard personnel who init iat e requi rements. Therefore , we arrange  for  de monstr a
tion  of products at  Goddard an d o f presenta tions on services offered. These dem- 
onstration/prese nta tions are  public ized throughout the Center to  solicit app ropri
ate  attendance. During Small Business Week, a “Produ ct/S erv ice  Fa ir” is held. 
La st year i t fea ture d 23 firms, several of which were minority-owned companies.
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Congressman Cronin of Massachusetts was an honored guest during our f ai r last  
year. Plans are now underway for this year ’s fair, and we antic ipate increased 
minority participation. The capabilities of minor ity firms a re also publicized in 
our quarterly newsletter “The Crusade for Small Business.” This is received by 
all elements of the Center and, in each edition, a quarter  of the publication is 
devoted to small and minority sources and their capabilities.

We also identify minority firms by attending Business Opportunity Confer
ences. We attend those sponsored by the Office of Minority Business Enterprise 
throughout the Northeast, as well as those sponsored by the Baltimore Federal  
Executive Board.

'As pointed out before, the  Office of Small Business Specialist receives a copy of 
all executed contracts. To enhance sub-contracting opportunities, we send to each 
company receiving a contract $100,000 or larger, a list of minority firms which 
might serve as sub-contracting sources. This is a fairly new program, and we 
can not yet measure the results.

As an indication of our progress with the minority business program, let me 
cite some statistics. In Fiscal 1972, the re were four  contrac t awards under Section 
8(a ) which tota lled $152,177. In Fiscal 1973, we had 15 actions totalling $1,042,- 

- 910. This is an increase of approximately 600 percent. For Fiscal 1974, we are
forecasting awards of $1.3 million under Section 8 (a ). Our awards have included 
monies from Research and Development, Resources and Program Management, 
and Construction of Facilities. They ranged from preventive maintenance to t ra 
jectory determination and ground operations control for a space satellite.

* (As our minority contracting program was fully implemented only in Fiscal 
1972, we sti ll have several areas in which work must be done. Our plans include, 
of course, continuation and fuller application of efforts already started. In addi
tion, we are exploring methods which can be used to ensure further utilizat ion of 
minority contractors by our prime contractors.

SUMMATION

Mr. Chairman, we appreciate  this opportunity to present to the Committee a 
review of our aspirations, problems, and achievements in the field of Equal 
Employment Opportunity. We share with you a feeling of concern and commit
ment to a program w’hich should enable this country to make maximum utiliza
tion of its human resources. Thank you.

Mr. McClory. I  would l ike to hear how the  women are faring.
Ms. Sidwell. We at Goddard, have a continuing Federal women’s 

program staffed on a part-tim e basis as you can notice in the full 
testimony tha t Dr. Clark has provided. Our Federal Women’s Pro 
gram Coordinator is a GS-13 mathematician. She is given the re
sponsibility fo r looking after  women at Goddard.

Within the personnel division we are  concerned with the uti lization  
of all people th at we hi re ; and we attem pt to assure tha t there is an 
adequate representation of women in tha t group.

Mr. McClory. Do you think th is woman is doing a good job for the  
women ?

Ms. S idwell. Yes; she is the one responsible for setting  up the day-
* care center. Although she has only been recently appointed to this 

position, we expect her to do an excellent job.
Mr. McClory. And you think the  Goddard group is doing all it can 

to help women ?
« Ms. Sidwell. I  wouldn’t be here in this position if I didn ’t believe

that. Of course, the re is much more that we intend to do.
Ms. Robinson. Dr. McConnell, I wonder if  you can tell the subcom

mittee whether you had ever conducted an EO P office on a full-time 
basis ?

Dr. McConnell. Counsel, I have not directed an EO P office full 
time. I would like to add that, however, I  have had a good deal of 
experience in civil rights and community action programs, and indeed, 
the requirements for EE O specialists do not state that  it  is necessary
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to have done so. I would, if  I might just  add one point. I have been 
involved in the E OP and civil rights in line with my job, but when I 
was director a t the technical center at NASA, the contract  th at oper
ates our fac ility we established definite goals for minorities. Tha t was 
within the context of my direction of t ha t program and I think t hat  
shows we were involved.

During my tenure at Lewis Research Center I was recruiting  engi 
neers and prio r to tha t I was president  of the Heigh ts Citizens for 
Human  Rights. I have had operational  experience in conducting 
human righ ts and community action programs.

Ms. Robinson. They were done on a pa rt-time basis in conjunction 
at NASA?

Mr. McConnell. Th at’s right,  Ms. Robinson.
I did not, and do not feel, that my work in EO P ends a t 5 o’clock 

when the workday ends.
Ms. Robinson. We can resume with  the questionings now. On yes

terday  we heard testimony from the  National Organiza tion of Women 
and if I remember th at  testimony, I believe th at they referred to it 
as an index to sexists. I  wonder if your resume of  social action ex
perience, we have an indication tha t in 1969 you were selected as an 
outstanding young man of the Cleveland Jun ior  Chamber of Com
merce. I am wondering if giving tha t award to you i s an indication 
of your commitment to equal rights in view of the fact tha t the na
tional policy of tha t organization is to exclude women from member
ship to this  day?

Dr. McConnell. I cannot really comment on that . I am not pre
pared to comment on the  junio r chamber of  commerce and their  n a
tional policy. I  believe tha t the award which I received in 1969 rec
ognized my activities in human rights, with the Heigh ts Citizens for  
Human  Rights, which is a broadly representative community group. 
Indeed the majori ty of the membership of Heights Citizens for Hu 
man Rights  was women. Women outnumbered men in the Heights 
Citizens for Human Rights by approximately 3 to  1, and I think the  
effectiveness of my leadership and the programs tha t we were able to 
accomplish in the Heights  Citizens for Human Rights indicates my 
ability  to work effectively with women, with concerned women and 
with active and creative women in tha t organization.

I believe tha t the award which I received in 1969 recognized not 
only my community activities, my activities with Heigh ts Citizens 
along with other people in Heights Citizens, but also recognized cer
tain  professional achievements that I was lucky enough to accomplish 
up to tha t time.

I might  also add t ha t the Heigh ts Citizens fo r Human Rights  also 
received the Isaiah Award at just about th at time from the American 
Jewish  Committee, and the American Jewish Committee is of course 
composed not only of Jewish  men but also Jewish women. I think  tha t 
the awards tha t we were lucky enough to  receive at that  time recog
nized our accomplishments as opposed to represen ting the concerns 
exclusively of the American Jewish Committee or the concerns ex
clusively of the junior chamber of commerce.

Ms. Robinson. Thank you. In view of the  fact of the commitment, 
did you ever launch any kind of protest, verbal or written, with the 
junio r chamber of commerce, since you would be a person on whom 
they looked with favor and might have an opportunity to adopt a
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leadership role and encourage them to change thei r membership 
policy ?

Dr. McConnell. Ms. Robinson, I was not at tha t time nor have I 
been since tha t time a member of the junior chamber of commerce.

Ms. Robinson. No; I am not  speaking as regards  to membership. I  
am speaking as one who has been a recipient of an award that they 
gave to it would indicate tha t they would look upon you with favor  
and might  be more willing to listen to a protes t, for example, relative  
to this policy, and I am simply inquir ing as to whether or not you 
made tha t effort ?

Dr. McConnell. At the time of my consideration for tha t award in 
1969, I was very actively involved in pursuing certain human right s 
activities with the Heigh ts Citizens for Human Rights at tha t time 
and in other pursu its in the Cleveland area. It  is a question of pr i
orities and quite honestly, I  did not a t that time look into the member
ship policies of the Jun ior  Chamber of Commerce. I had not re
searched it. As I say, I  was not a member of tha t organizat ion and 
indeed in 1968 and 1969 was not aware of their membership policies 
or practices.

Ms. Robinson. Well , in view of your new position and in view of 
the fact tha t you are now aware of tha t policy, would you be inte r
ested in contacting the  national office and in st ating a position relative 
to thei r membership policy that is consistent with the responsibilities 
tha t you are to carry out as the assistant  administrator for equal 
opportunity  as NASA?

Dr. McConnell. I  see my pr imary responsibility, Ms. Robinson, as 
conducting equal employment opportunity  programs within NASA.

Ms. Robinson. So tha t the answer to my question is no.
Dr. McConnell. I have not  given the answer to your question, and 

if you will allow I will try  to do so.
Ms. Robinson. I am concerned about the time, that is all.
Dr. McConnell. Well, I am also concerned about a complete answer. 

I see my primary responsibility  as conducting the equal opportunity 
program within NASA and as such I will spare no effort to insure that 
equal opportimity programs are pursued vigorously within NASA.

I also feel a responsibility to insure tha t women and members of 
minor ity groups indeed have access to all the rights and privileges in 
our society, and as such I  would be interested in doing so. But  before 
making a commitment to do so, as is my practice, I  would like to carry 
out my own personal investigation of the prac tices and procedures of 
the junior chamber of  commerce. I would like to conduct my own per
sonal investigation of the situation.

Ms. Robinson. Fine. I think tha t would be very helpful and I 
would be willing to share the information tha t I have secured with you.

Dr. McConnell. Thank you very much.
[In accordance with assurances given by the chairman, certain  testimony p re

sented for the record at this point  was reviewed by the Chair. Because of the pos
sibly defamatory nature of tha t testimony and the subcommittee’s not having 
assessed its reliability in executive session, the testimony in question was deleted.]

Ms. Robinson. I  would like to turn  your attention to the situation 
tha t has arisen regarding  the lettin g of two contracts involved in the 
Apollo Soyuz Space Shuttle program and le tting  two contracts to the  
University of Californ ia at Berkeley, and I would like to recap some
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of the events th at were involved in tha t and I would like to hear from 
you relative to those pa rticu lar events.

Now, as I understand it, at the time there was consideration fo r those 
two contracts . It  was the responsibility of the EEO  office to contact 
other Government agencies to inquire as to the compliance record of 
higher educational institutions, this instance being the Univers ity of 
California at Berkeley.

I unders tand tha t there was a contract made to HE W and tha t 
NASA wTas informed at tha t time tha t the University of California 
at Berkeley was not in compliance with the requirements for affirma
tive action plan as laid out by the Department of Health, Education, 
and Welfare. I  understand later on in the chain of events that a letter, 
or ac tually a telegram was sent to Dr. Fletcher of NASA indicat ing 
tha t as regards  these two part icular contracts tha t they had been 
exempted from the equal oppor tunity  clause in view of the national 
interest involved with those contracts.

This would be a pa rt of the regulation tha t allows exemption for 
national interest  purposes and I have here a copy of tha t telegram 
tha t indicates that  a carbon copy was sent to you.

Approximately the same time tha t this was occurring, NASA was 
being called before certain subcommittees on the Senate side as some 
of the events were occurring and I understand that  on the Senate side 
Senator  Proxmire asked that  he be informed of any awards of con
tract s tha t might go to the Univers ity of California during a period 
of suspension, namely the period when the University of California 
at Berkeley would be deemed out of compliance.

Now I unders tand that an accord has been reached and tha t the 
contracts have been awarded but I would like to discuss with you to 
find out if you were aware of it, the following notation tha t appears 
on the bottom of a copy of tha t telegram tha t exempted on those two 
part icular contracts. It  reads as follows: it says “Tony,” and as I 
have been able to read the NASA structure I think apparent ly tha t 
would be Mr. Tony Coretta, I believe the assistan t procurement di
rector. I t says, “John  F ord gave me a copy of this yesterday. Liz  Fox 
in Legislative Affairs notified me tha t Senator Proxm ire requires 
tha t NASA notify him of any award to be made to Berkeley during 
the period of suspension. If  the Berkeley situation is going to be settled 
momentarily, we may avoid exposure to Proxmire by timing our 
awards accordingly,” and it  is signed “George.”

And I am interested in learning from you if you are fami liar with 
this and whether or not you sup port what is an apparen t attempt to 
circumvent the desire and requests of a United  States Senator relative 
to awarding of contracts du ring a period of suspension ?

Dr. McConnell. Fir st, let me review the situation with the Uni
versity of Califo rnia at Berkeley and place it  in some perspective.

We contacted the Universi ty of Cal ifornia  and we contacted HEW ’s 
Office of Civil Rights, refe rring  to NASA’s policy in  compliance and 
our procurement regulations. We contacted HEW back in September. 
There was a delay and we were subsquently informed in Jan uary th at 
HEW could not cer tify tha t Universi ty of California at Berkeley was 
in a state of compliance. We immediately notified our NASA instal
lations t ha t the Univers ity of C alifornia at Berkeley was not award 
able. We subsequently stayed in contact with HEW as they pursued
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various conciliation agreements and so for th, to  help bring  University 
of California at Berkeley into a state of compliance. A conciliation 
agreement was subsequently sig ned; however, we received notification 
from the Department of Labor tha t tha t conciliation agreement was 
not acceptable.

We then were in a very perilous state  because the compliance agency 
was saying tha t they were awardable and the Department of Labor was 
saying tha t they were not. I then specifically contacted Mr. Phi llip  
Davis, Director of the Office of Federal Contract Compliance, with a 
specific request asking for a determination on Universi ty of Cal ifornia  
at Berkeley’s awardability. We have not  yet received an answer to that  
request. The only response t ha t we received was a national  interes t 
exemption for two Apollo-Soyuz experiment contracts from the De
partm ent of Labor. In  our contacts with Labor we specifically said 
tha t NASA is not requesting any exemption fo r a contract to U niver 
sity of Californ ia at Berkeley. We feel tha t Universi ty of Califo rnia 
at Berkeley must be in full compliance and must be in an awardable 
state in order to receive any contracts.

However, in conversations with Labor when we determined tha t 
the conciliation agreement had been signed and in view of this  na
tional interest  exemption, there was then no longer a basis for holding 
up the two awards. Mr. Vecchietti and I coordinated on a telegram 
to the field saying tha t only these two awards could proceed; for  other 
awards, Univers ity of California  at Berkeley is still not in compli
ance. We have since been in telephone contact with the  Departmen t of 
Labor asking when, in view of all of the  public pronouncements and 
in view of  the  press releases which make it appear that  University of 
California at Berkeley is in compliance, they will be awardable.

We still do no t have anything in writing from the Depar tment  of 
Labor which says whether or not the Univers ity of California  is in 
compliance.

Now with regard to your specific notation from Mr. Coretta  o r to  
Mr. Coretta I am not aware of tha t. In fact from your description, i t 
seems to me some kind of informal note on the bottom of something. 
I have not seen it.

Mr. Shapley. With respect to  the request from Senator Proxmire, 
I would just like to state for the record that  Senator  Proxm ire as 
chairman of our Appropriations Subcommittee on the Senate side 
did not ask for advance notification. He asked to be kept informed and 
my information is tha t he was kept informed.

Ms. Robinson. Thank you. Is not the policy of NASA then to seek 
to circumvent the part icular request-----

Mr. Shapley. Mr. Chairman, I would have to object to tha t ques
tion. Tha t question reflects improperly on N ASA’s record in dealing 
with the chairman. We have always been forthcoming in keeping all 
of the committees informed on our actions. Our space launches are 
done in  public and are put  on television for the whole world to see, 
and they may fail, they may succeed. We do it in a fish bowl. Our 
operation is a fish bowl and we try to keep all our committees informed 
in the manner in which they w ish; and I  believe we have fulfilled th at 
obligation.

Mr. Edwards. Thank  you, Mr. Shapley. Our problem is now tha t 
the Members o f Congress must go to  the floor. If  there are  fur the r

44-3 77  0 - 7 5 - 6
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questions that  we hav e—and I  am  sure we do have—o f the  peo ple from  
NA SA , we wil l inv ite  you here again , also at  the  same t im e pe rha ps  
subm it some questions to  you  in wr iting . But  we th an k you all  fo r 
com ing here  tod ay  fo r yo ur  testimony.

We  will  recess now un til  1 :30, at  which  tim e we hav e tw o more 
witnesses.

[W her eup on, at  12:30 p.m.,  t he  subcomm ittee  recessed t o reconvene 
at  1 :30 p.m. the  same d ay.]

AFTERNOON SESSION

Mr.  E dwards. The comm ittee wi ll come to  ord er.
We are  conti nu ing  th is  aft ern oo n wi th  ou r ov ersig ht  he ar ings  on 

NASA ’s equal op po rtu ni ty  prog ram in emp loyment. Th is aft ern oon, 
ou r f irs t wi tness is Ms. Jo  M arie DiM agg io, Fe de ra l Wo men’s Co ordi
na to r for  NA SA  He ad qu ar ters.

An d w ith  you, Ms. DiM agg io, is who ?
Ms. DiMaggio. Ms. Diane Graham , form erly  fro m NA SA  and cu r

rent ly  fro m the U.S . Commiss ion on Civ il Ri gh ts,  who wil l be ass ist 
ing me  in read ing some of  my exh ibit s.

Mr . E dwards. We welcome you bot h, and you m ay proceed.
An d th e ge ntlem an on th e r ig ht ?
Mjr. Garza. Car los  Garza .
Mr. E dwards. Mr. G arza  wil l te st ify  in a  few min utes.
You  may  proceed.

TESTIMONY OF JO MAR IE DiMAGGIO, FEDERA L WOMEN ’S COORDI
NATO R FOR NASA HEA DQU ARTERS, ACCOM PANIED BY DIAN E
GRAHAM, U.S. CIVIL RIG HT S COMMISSION

Ms. D iMaggio. Mr. Ch airm an  and  members of  th e Sub com mit tee  on 
Civ il Ri gh ts  and  C on sti tu tio na l Ri gh ts,  I  am te st ifying  before you as 
an  individu al  in  my own righ t, bu t who also ha pp en s to be an equa l 
employment  op po rtu ni ty  speci ali st a t N AS A and the  F ed era l wom en’s 
prog ram co ordin ato r fo r the  headquart ers , W ashing ton,  D.C. , com
ponent o f NA SA .

I  wil l be pleased to o ffer m y tes tim ony to  the  subcomm ittee  if , indeed, 
th is  tes tim ony, given according  to my conscience, res ult s in  pos itiv e 
act ion  fo r NA SA , fo r the employees of  NA SA , and fo r all  person s 
served  by a nee d f or  equal opp or tuni ty  program s.

I  wou ld like to beg in by stat ing th at  toward the end of  Oc tober 
1973, a group of  68 con cern ed head qu ar ter s employees sen t a pe tit ion 
to  the Adm in is tra to r of  NA SA . Th e pe tit ion expressed th ei r deep  
gr ie f over th e loss of  Ms. R ut h Bates  H ar ri s,  a t t ha t t ime o ur  st ronges t 
recognized equal em ployment  op po rtu ni tie s a dv oc ate; a nd i t expresse d 
th ei r conce rn f or  wha t w ould  o r w ould not become of  th e NA SA  equal  
op po rtu ni ty  prog ram as a result  of h er  firing.

On November 1, 1973, I rece ived a le tter  fro m Dr . Fl etch er , th e 
NA SA  A dm in ist ra to r, req uesting  th at I  se lect  10 persons  from  among 
the signer s of  the  pe tit ion to mee t w ith  him  on Mo nday, Nov ember  5, 
1973, to discuss with  him our views an d concerns.

Th is  re presen tat ive g roup  o f concerne d employees drew up  a  li st ing 
of  12 items  o f concern and suggestion s f or  im prov ing the  NAS A equal
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oppor tunity  program. I  would now like to give a brief status rep ort on 
the care given our concerns and the implementation of suggestions.

Of the 12 points, according to my own judgment, I feel that  5 
have been fully  implemented, 5 have been implemented in p art,  and 2 
have not been implemented.

Some of the types of concerns and suggestions th at we are talk ing 
about were;

Implementation of our affirmative action plan items and account
ability for those items. In  a memo from Dr. Fletcher, dated Nov. 28, 
1973, he has required tha t from all the top managers to report progress 
in reaching their affirmative action plan goals every 3 months.

Another one of our items was to get meaningful hiring goals for 
NASA. As you heard in ear lier testimony, we have also gotten hi ring  
goals at NASA this year for the first time.

Another suggestion was to establish a human resources council to 
discuss points of concern and views of the employees to the Adminis
tra tor  directly, without having to go throu gh layers and layers of 
management before anyth ing got to him directly. And he was agreeable 
to this, and we now have, as a result, in NASA Headquarters , an equal 
opportun ities advisory group, it is called.

I do feel tha t the NASA Administrator himself has made a good 
faith effort in tryi ng to respond to the employees’ needs as presented 
to him on November 5.

However, I would l ike to relate some o f my experiences having to 
do with the tone of management concerning equal opportunities  and 
the people served by equal oppor tunity programs. I feel tha t the tone 
often set by management, as you will see in some o f these examples, 
reflects at best a casual disregard for women and minorities  and at 
worst a kind of Gestapo-type style. To begin, I would like to cite 
two examples of intimidation, which reflect a Gestapo-type bureau
cratic machine.

Upon finding th at I had talked with Ms. P hyll is McClure from the 
NAACP Legal Defense Fund and given her the names of persons who 
might  be experiencing problems o f discrimination, the Assistant Ad
minis trator  for  Equal Opportunity Programs, Dr. Dudley McConnell, 
ordered an investigat ion by the NASA Inspections Division of myself, 
Mr. Willie Gaither , the NASA EEO Complaints  Coord inator ; Mr. 
Alvin Anderson, E EO Officer at the NASA Langley Research Center; 
and Mr. Joe Atkinson, EEO Officer at the NASA Johnson Space 
Center.

Approximately 15 minutes after I walked out of the invest igator’s 
office of the Inspections Division on Monday morning, December 10, 
1973, my supervisor, the headquarters EE O officer, Mr. Donald 
Lichty, called me into h is office and asked me for the  names of all the 
persons I had given to Ms. McClure of NAACP Legal Defense. When 
I refused, my job was threatened at least twice during the course of 
our approximately 30-minute conversation. Specific tnreats were as 
follows: The first thr eat  was: Lichty, “Jo, If  you th ink you a re going 
to get anywhere th is way—” Jo, “Where is anywhere, Don?” Lichty , 
“Anywhere in your job.”

The second was: Lichty,  “Jo, if you cannot work cooperatively 
with me in  this office, your life is going to be dead as fa r as your 
job.”



My concern is and was that if the persons in such positions as the Assistant Administrator for Equal Opportunity Programs and the headquarters EE O officer could so easily threa ten and attempt to intimidate a person in my position, what threats and intimidations could be going on with other employees ?
I would now like to cite a fur ther  example of intimidation of employees.
Some time later , when the headquarters EE O officer met with the EEO counsellors to inform  them tha t Ms. McClure of the NAACP Legal Defense Fund would be contacting them to ta lk to persons having discrimination complaints, the counsellors were advised tha t the Office of General Counsel had taken the position tha t anyone talking  to Ms. McClure on the clock would have to have a thi rd party from management present—either  the headquarters EE O officer, Mr. Don Lichty;  the headquarters Federal Women’s Program Coordinator; or someone from the Office of General Counsel.
The thir d par ty management person was presented as a protection against the NAACP Legal Defense Fund person who was likened to a repor ter who could get one into trouble with management by misquoting or taking statements  made out of context. The thir d par ty person was to take notes on what was being said.
Mr. Chairman, I submit tha t having thi rd par ty representa tion from management there while an individual was trying to explain his or her complaint to an NAACP Legal Defense Fund person would certainly threaten and intimidate him or her, and I believe t ha t you can get corroborative statements on this from three other counsellors who were also present at  the meeting, Ms. Lillian Levy, Mr. Bill Wallace, and Ms. Liz Fox.
I would now like to talk  about examples of indignities  to women, star ting with the treatm ent of Ms. Ruth  Bates Harr is, a national ly recognized person in the field of human relations. On August 16,1971, she was given an official job offer, an excepted position as Director of the Equal Employment Opportunity and Contract Compliance Office. Within 2 weeks, she suffered a reduction in rank to Deputy Director without ever having come on board at  NASA.
Again, when the Office of Equal Employment Opportunity and Contract Compliance was elevated to the Assistant Administrator level, Ms. Ruth  Bates Harris  was bypassed. Although she has had many years of experience directing and managing human relations programs for the Montgomery County School System and the Dis trict  of Columbia, a male with comparatively negligible, if  any, specialized experience as a functional manager in this  field received the Assistant Administrator position.
I would also like to relate th at  within 4 months after Dr. McConnell was appointed Assistan t Administrator for Equal Opportunity Pro grams, the first professional staff member lef t the office. Between this time, August 1973, and March 1974, a period of 7 months, six professional staff members, approximately 60 percent of the professional staff, and the lead secretary left tha t office either volunta rily or, in the case of two of them, involuntarily. All seven left  imder rather unhappy circumstances.
I have some recommendations to prevent this  kind of thin g from happening. One, close observation of the attr itio n rates of each office.
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Two, report of unusually high attr ition rates to the management 
official above the level being reviewed.

Three, annual performance appraisa ls of supervisors and managers 
by employees with provision for continuing or interim appraisals 
when called for. Appraisa ls between supervisors and employees should 
be a mutual experience.

Four , release of managers and supervisors from thei r managerial 
and supervisory responsibilities who—throu gh such things as unusu
ally high attrit ion rates, poor employee appraisals, or by other means— 
have demonstrated a lack of sensitivity and skill in sound supervisory 
and management practices.

I would now like to cite some examples of insensitivity  t ha t I feel 
directly affect persons being served by equal opportunity programs.

When 11 concerned employees met with the Admin istrator of NASA 
to discuss thei r views and concerns for the NASA EEO program, 
one of the  concerns mentioned was tha t a number of  employees, par 
ticula rly women, had had problems with  the  new Assistant Adminis
trator, Dr. Dudley McConnell. The Admin istra tor did not delve into 
what the problems were with an attem pt to assess their significance. 
Instead,  he replied tha t he knew of Dr. McConnell’s problems, but 
tha t people could learn and Dr. McConnell would learn, and he thought 
tha t we would see a change in Dr. McConnell.

I would now like to  ask Ms. Diane Graham to read a few examples 
of problems tha t women have had with Dr. McConnell.

[At this point  Ms. Graham and Ms. DiMaggio discussed the ma
terial  which was deleted, on p. 75, and their  reference to tha t m aterial 
is not included.]

Ms. Graham. The next exhibit (No. 15) is a memo written by Dr.  
McConnell to Mr. F. George Drobka concerning an employee under 
Mr. Drobka’s supervision. The memo states :

Based upon the  performance  evaluation with Ms. Smith, would you please 
give a few highlights which lead to your appraisal  of Ms. Smith?

Attached to tha t is a copy of a memorandum which was written 
by Mr. Drobka to Dr. McConnell, in which he summarizes his reasons 
for confirming tha t Ms. Smith is eligible for the within-grade tha t 
he had proposed for her. His final paragraph  includes a statement:

Fur thermo re, I believe it would be pre jud icia l to Ms. Smith, the  only woman 
classified at  the  professional level in KSI , to single her  out by a list ing  of high
lights , formally or informally, when the step increases  provided over the  pas t 
21 months to the  male professiona ls, Mr. DeSimone, Mr. Young, Mr. Watson, in 
KSI, were awarded  withou t prior challenge for certi fication beyond agency 
requirements.

I think the significance of tha t part icular exchange of correspond
ence is th at a professional woman on the staff of Dr. McConnell was 
being singled out for different treatment concerning within-grades 
than  were the men.

The next exhibit (No. 16) concerns denial of a tri p by Dr. McCon
nell to  a woman professional on his staff. This memo was written by 
the woman to record her exchange and what she indicates here is that 
she was given to believe th at the reason she was not allowed to make 
the t rip  to Russia was as a disciplinary action for not t aking a course 
as suggested by Dr. McConnell. She relates this instance:

Dr. McConnell ca lled me into  his office and  for  30 minutes or more expla ined 
to me why he was  sending Mr. Mat thews to Moscow ra th er  tha n me. In  essence,
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I was to be discipl ined because I had  not jumped at  his command, and  as my superviso r he had  three cho ices: one, withhold my within-g rad e; two, fire me; three , withhold plums. They t ha t do, get, and they tha t don’t, don’t.
In  othe r words,  the th ru st  of th is  memo is th at th is pa rti cu la r 

wom an was be ing  den ied  a “p lum” as a di sc ip lin ary measure fo r the  
fact  t hat  she h ad  no t t ak en  a  co urse th at  Dr . McConnell  ha d directed  
he r to. She  also  ind ica tes  in the memo th at it  was  h er  un de rst an din g 
th at she and  Dr . McConnell  ha d reache d agree me nt abo ut he r taking  
the course , and says  she was  quit e surpris ed  at  b ein g sub jec ted  t o th is 
di sc ip lin ary measu re.

The nex t exh ibi t (No.  17) ref ers to  an office mem orandu m. A  female 
staff mem ber of  D r. McConnell , Ms. Kay  V ogleu rde , m ainta ins th at  a 
not e on  the b ottom  of  the memo randum writ ten by Dr . McC onnell had 
a s exist over tone. Th e not e at tr ibut es  he r graciousn ess  to he r “a llu re” 
im plyin g sexua 1 f lir tat ion .

Th e next exhib it (No.  18) concerns  an othe r denia l of  a tr ip  by 
Dr . McC onne ll to  a fem ale  staff member. Th e inc ide nt involves the  
last minute can cel lat ion  by Dr . McC onne ll of  a ca refu lly  p lan ned tr ip  
of  some imp ort ance by the staff  member a nd  des pit e th e ap prov al  of the  
tr ip  by he r superv isors.

Th e fina l ex hib it (No. 19) is a se pa rat ion evalua tio n which  employees  
who leave  an agency are reques ted  to fill ou t when the y leave.  Th is 
was filled out by Mr. Ro bert Reecer, who  worked in the in form ation  
systems as a c om puter  s pecia lis t un de r Dr . McConnell. His  c omm ents  
are  all u nd er line d:

All employees I  work w ith whom I know well enough to discuss persona l topics with are seeking employment elsewhere, outside the Scientific and Technical Info rmation Office. Many sec reta ries  have left thi s office recently.
However, the  only reason secreta ries  have lef t ra ther  tha n professiona ls is because  of the difficulty of professiona ls finding other jobs. Something  should be done abou t the widespread dissatis fac tion  in thi s office. It  is not a situation in which there are a few disg runtled  employees bu t a situ ation where  almo st all employees are  extrem ely dissatisfied.
Ms. D iMagoio. I  w ould like  to remark th at conside rab le dissa tis fac 

tio n wi th Dr . Mc Conne ll’s ma nag ement  ab ili ty  has been voiced no t 
only by the staff of  his prese nt office—EE O  prog ram s—but  also by 
the staff of  hi s fo rm er  office—th e Scie ntif ic an d Techn ica l In fo rm a
tio n Office.

I  would like to  go on to  som eth ing  else now.
To  my knowledge, whe n di sp arag ing sta tem ents about women ap 

peare d in  maga zine a nd  ne wspaper a rticle s and  we re a ttr ib ut ed  to  such  
NA SA  rep res en tat ive s as Astrona ut  Lovell an d Dr . Charles Ber ry — 
wh eth er tak en  ou t of  con tex t or  no t—N AS A ha s no t found such  
dispara geme nts  to women im po rta nt  enough  to  correct in the public 
news m edia.  T his was re fe rre d t o ye ste rda y by Ms. Sa lin as  from  NOW« 
as well.

I  would a lso like to  ta lk  abo ut th e w ay s tat ist ics a re ha nd led  and  p re 
sented at  N AS A con cerning equa l op po rtu ni tie s pro gra m.

At an organiz ation  and manag ement  sta tus review, mid-level man 
agement mee ting , held las t summer , the di rector  of he ad qu ar ters  
ad mi nis tra tio n pre sen ted  the  sta tis tic s fo r he ad qu ar ters  pro mo tions 
in the fol low ing  way.

Mr.  E dwards. I  must in te rrup t you.  because the mem bers  have to 
go vote, and we will recess br iefly .

[A b rie f recess w as t aken .]
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Mr. Edwards. The meeting will come to order.
Ms. DiMaggio, you may continue, please.
Ms. DiMaggio. Thank you, Mr. Chairman.
I will start  my last item again, concerning the way statistic s are 

presented that affect the equal opportun ity program.
At an organizat ion and management review, which is a mid-level 

management meeting, held last summer, the  d irector of headquarters 
administration  presented the statistics  for headquarters promotions 
in the following wa y: “I n fiscal year  1973, there were 67 promotions 
in headquarters, 51 of which were women." And tha t turn s out to 
be, I  believe, 77 percent, which was mentioned, so tha t it looked like 
women had nothing to complain about, they were gett ing 77 percent 
of all the promotions.

But, until questioned by myself, because I happened to be a t the 
» meeting at the time, I  am not usually at  these meetings, however, there

was no a ttempt made by either the directo r of headquarters adminis
tration, who was presenting the statistics, or by the attending man
agers to delineate fur ther these statistics. When the statistic s were

* questioned, it was found t ha t out of 51 promotions to women, 49 went 
to women in the clerical and secretarial job categories. Only two of the 
women receiving promotions were in professional job categories as 
compared to all 16 of the men who received promotions. An obvious 
statistic which did not come out was tha t professional men to profes
sional women received promotions 8 to 1.

Another example of how statistics with implications for EE O are 
poorly presented can be found in the current d raf t of the headquarters  
affirmative action plan for 1974. The action item in the plan reads that 
over the past year, Spanish-surnamed Americans have increased at 
NASA Headquarters by one-third. It  does not show the concomitant 
figure of the two or three Spanish-surnamed Americans actually hired 
who make up this seemingly big increase of one-third.

I submit th at  statistics, if they are going to be meaningful for EE O, 
have to highlight the to tal tru th of the  si tuation and not submerge it.

Another experience which I would like to point out, is that the 
headquarters equal employment opportuni ty officer, even afte r repeated 
objections of the Federa l women’s program coordinator, continues to 
refer  to self-supporting women, ages 20 through  60, as “g irls.” The 
term “girls” was last used by him to refer  to women of  var ious ages 
in a meeting which took place on March 7, while he was attempt ing to 
counsel the manager of an office concerning a discrimination complaint 
registered by a woman.

* Let me indicate p ar t of this casual disregard for women in another 
way. The guideline for the headquarters  affirmative action p lan which 
was written by the headquarters EEO officer and attached  to Dr. 
Fletcher’s memo dated November 28, 1973 on the affirmative action

* plan for 1974, reads as follows in section 3 on upward mobility and 
career development: “Particular attention should be given to the 
career development of women and minorities, grades 10 throu gh 13, 
who have talent and potentia l for fur ther career development and 
mobility.”

One problem with this is that  concern for programs of career de
velopment seems to end at the 13 level. I feel very strongly  that  GS 
14 women were specifically excluded from concern of career develop-
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ment, because it happens to be tha t at this stage they are much more competitive with professional men. When I attempted to correct the slighting of women at the 14 level by introducing an action item in the headquarters affirmative action plan tha t dealt with establishing management development programs for women GS 11 through 14, there were three men at the meeting and myself. I did not get any support for this idea of establishing a management development program for women through grade 14.
I was the only woman there, and I was also outranked. And I argued un til I was blue in the face tha t women do not have the opportuni ty to  go past certain levels, and why were they topping off women at the 13 or 14 level. When I  asked the rationale for not support ing me in setting up a program such as this fo r an affirmative action plan item, the two answers th at I received were: one, it is discrimination because you are not setting  up an equal program for men. I responded tha t they failed to realize tha t men have these opportunities constantly and tha t most all of our men at NASA are at the 15 level. If  you look at a bar chart  showing headquarters statist ics on grade levels, you will find that the grea test percentage of men are at the 15 level. Therefore, it is not discrimination to set up a special program to help women in the ir career development to get to tha t level.
Two, the other answer th at  I  was given for  nonsupport of this pa rticular program was th at we could do i t in other ways. I responded tha t implications still remain that  when a professional woman begins to be competitive with professional men, equal opportuni ty efforts become too threatening and must be cut off.
Mr. Chairman and members of the committee, I hope th at some of the examples given you have set the tone reflecting the pattern of management with which people committed to EEO  have to deal, and with which people supposedly served by EEO  programs have to deal.I am fully appreciat ive of this subcommittee’s interest in, and I hope active support of, civil rights.
Thank you very much.
[The prepared statement  of Ms. DiMaggio with exhibits follows:]

Stateme nt  of J o D i Maggio on N ASA’s E qual  Oppo rtun ity  P rogram

Mr. Chai rman  and members of the Subcommittee on Civil Rig hts  and  Constit utiona l Rights, I am test ifying before you as an individual in my own righ t, but  who also happens to  be an EEO Specialist at  NASA and the Federal Women’s Prog ram Coordina tor for  the Hea dquarte rs, a Wash ington , D.C., component of NASA.
I will be pleased to offer my testimony to the  Subcommittee if, indeed, this testimony given according to my conscience, resu lts in posit ive action for NASA, for the  employees of NASA, and for  all  persons  se rved by a need fo r equal opportun ity  programs.
I would like to begin by sta tin g th at  towa rd the end of October, 1973, a  group of 68 concerned He adqua rters employees sent  a peti tion  to the  A dministra tor  o f NASA. The peti tion  expressed the ir deep grie f over the loss of Ms. Ru th Bates Ha rris , at  th at  time  our strongest recognized equal  employment  opportunitie s advocate; and i t expressed their  concern for what would or would not become of Ihe NASA Equa l O pportunit ies Program [see E xhibit  1].On November 1, 1973, I received a let ter  from Dr. Fletcher,  the NASA Administ rator,  requesting th at  I select 10 persons from among the signers of the  pet ition to meet with him on Monday, November 5, 1973, to  discuss with him our  views and concerns [see Exhib it 2].
This represen tative group of concerned employees drew  up a list ing of 12 items of concern and  sugges tions for improving the  NASA E qual O ppor tunity Prog ram [see Exhibit  3]. I would now like to give a brie f sta tus report  on the  c are  given our concerns a nd the implementation  of suggestions.
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SUMMARY OF THE CARE GIVEN TO EMPLOYEES’ CONCERNS AND IMPLEM ENTATION 
OF THEIR SUGGESTIONS

Ite m 1. Confidence, Commitment , and Results .—'(See Exhib it 4, Memorandum 
from the Adm inist rator, Subje ct: Headq uar ters Affirmative Action Plan for  1974, 
dated November 28, 1973, and Exhibit  5, Memorandum from the Administ rator , 
Sub ject: Employees’ Suggestion Per tainin g to EEO, dated January 25, 1974.)

Ite m 2. Affir mat ive Action Plan Implementa tion.— (See Exhib it 4 above.)
Item 3. Hir ing Goals.— (See Exhib it 6, Memorandum from the Ad minis trat or to  

all NASA Employees, dated November 2, 1973. Exhib its 7, 8 and 9, Memoranda 
from the Ass istant Admin istrator of Equal Opportun ity Prog rams to Associate 
Adm inis trators for the Office of Manned Space Flight, dated Feb rua ry 5, 1974; 
Associate  Admin istrator for the  Office of Aerospace  Technology, dated Febru 
ary  5,1974; and the Associate  Adminis trator for  the Office of Space Science, dated 
Feb rua ry 25. 1974; Su bjec t: In ter na l Management Tar gets for Increasing Mi
nor ity and Female Employee Representation in the NASA Work Force. Exhibit  
10, Memorandum from the  Ass istant Admin istrator for  Equal Opportunity  Pro
gram s to the  Associate Admin istrator for Organizat ion and  Management, Sub
jec t : Int ern al Management Tar gets for  Increasing Minority and Fem ale Em-

•  ployee Representation in the  NASA Work Force, dated March 1, 1974.)
Ite m  4- Sta tist ica l Ana lysts.— As fa r as I know, thi s suggestion has not  been 

communicated to our EEO staffs  in the field to asc ertain  the ir need.
Ite m 5. Recruitm ent  Effo rts.—  (See Exhibit 11, Atta chment 1, to the  Adminis

trat or ’s memorandum, dated February  26, 1974, ent itle d “Stat us  of Actions
•  Rela ted to Employees’ Suggestions on EEO.” Also, you may contact  Mr. Dave 

Walden, Special Assist ant  to the Director  of Personnel, for the  exa ct rec rui tment  
pla n.)

Ite m 6. NASA Federal Women's Program Coordinator.—A ratin g panel has 
met and  accomplished the  ra tin g of appl ications for  th e NASA Fed eral  Women’s 
Program  C oordinato r position.

Ite m  7. Upward Mobility Program.— (See Exhib it 11, Atta chment 1, as  cited 
for Item  5 above.)

Ite m 8. Human  Resources Council.— (See Exhib it 12, HQMI 1152.2, da ted Feb
rua ry 5,1974. S ub ject : Hea dquar ters Employees EEO Advisory Group.)

Ite m 9. N AS A’s EEO Council.— (See Exhib it 11, A ttach ment 2, Su bjec t: NASA 
Equa l Opportun ities  Council/Esta blishme nt of the Revised Role and Membership, 
dated F ebruary 12,1974.)

Ite m 10. NASA Incent ive  Awards Board and Personnel Management Rev iew  
Committee.— (See Exhib it 11, Atta chment 1, as  cited  for  Item s 5 and 7 above.)

Ite m 11. Equal Emp loym ent Opportuni ty Conference.—  (See Exhib it 11, 
Atta chment 1, as cited for  Item s 5, 7 and 10 above.)

Ite m 12. Conclusion.— (See  Exh ibit s 4 thro ugh  12 as cited  above.) If  fu rth er  
ana lysi s is desired , it can be provided for the  record upon request.

In  concluding thi s portion of my testimony, I would like to say, from my own 
personal point of view, that  I  do feel that  the Administra tor  of  NASA has  demon
strate d a good fa ith  effort in his atte ntion to employee concerns as brought 
before him on November 5, 1973.

However, the re are  oth er concerns  and sugges tions for  improvement  to which 
I would like to draw your attention. These are examples of int imidat ion  of 
employees, indignities to women and minor ities, and insensit ivity to women and  
minorit ies.

EXAMPLES OF INTIMIDATION OF EMPLOYEES

•  (a) Upon finding t ha t I had  ta lked  w ith Ms. Phyllis McClure from the  NAACP 
Legal Defense Fun d and given he r the  names of persons who might be expe ri
encing problems of discr imination , the  Ass istant Admin istrator for  Equal 
Opportuni ty Programs ordered an investiga tion by the  NASA Inspections Divi
sion of myself, Mr. Willie Gaither,  the  NASA EEO Complaints Coo rdin ator; Mr. 
Alvin Anderson, EEO Officer at  the  NASA Langley Research Ce nter ; and Mr. 
Joe Atkinson, EEO Officer at  the  NASA Johnson Space Center. Approximate ly 
15 minu tes af te r I walked  out of the  Inv est iga tor ’s Office of the Inspectio ns 
Division on December 10, 1973, my supervisor, the  Headq uar ters EEO Officer, 
called me into his office and  asked  me for the  names  of  all the  persons I had 
given to Ms. McClure. When I refused, my job was thre atened  at  lea st twice 
during the  course of our approximately  thi rty-minu te conversation. Specific 
th reats were as fol low s:

(1) “Jo, if you think you’re going to get anyw here  thi s way . . .” “Where is 
anywhere Don?” “Anywhere in your job.”
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(2) “Jo, if you can’t work cooperat ively with me in thi s office, your life  is going to be dead as fa r as you r job” [see Exh ibit  13].
My concern is and was that  if the person in such positions as the Ass istan t Admin istrator  for  Equa l Opportunity  Prog rams and  the  Headq uar ters  EEO Officer could so easily threaten  and attempt to in tim ida te a person in my position, what threats and intimidations could be going on with  o ther employees.(b)  When the Headq uar ters EEO Officer met with the  EEO counsellors to inform them that  Ms. McClure of the NAACP Legal Defense Fund  would be contactin g them to talk to persons having discriminat ion complaints, the counsellors  were advised that  the  Office of General Counsel had taken the position that  anyone talk ing to  Ms McClure on-the-clock would have to  have a thi rd  party from management present—eithe r the Headq uar ters  EEO Officer, the Headq uar ters Fede ral Women’s Program Coordinator, or someone from the Office of General Counsel.
The  t hi rd  par ty management person was presented as a protec tion aga ins t the NAACP Legal Defense Fund person who was likened to a  reporter who could get one into trouble by misquoting or taking sta tem ents made out of context. The  thi rd pa rty  person w as to  tak e notes on w hat  was being said.

EXAMPLES OF INDIGN ITIE S TO WOMEN AND MINORITIES
(a) Witness the treatm ent of Ms. Ruth Bate s Ha rris , a national ly recognized woman in the field of human relat ions . On August 6, 1971, she was given an official job offer—excepted posit ion as Director of the Equal Employment Oppor tun ity  and Con trac t Compliance Office. With in two weeks, she suffered a reduc tion in ran k to Deputy Dire ctor  with out  ever  hav ing come on board.(b) Again, when the Office of Equa l Employment Opportun ity and Contract  Compliance was elevated to the Ass istant Admin istrator level, Ms Ruth Bates  Ha rri s was by-passed. Although she has  had many yea rs of experience direc ting and  managing human rela tions programs for  the Montgomery County School System and the Distr ict  of Columbia, a male with comparatively negligible, if any, specialized exper ience  as a func tiona l manager  in this field received the  Ass istant Admin istrator Posit ion.
(c) Within fou r months  af te r Dr. McConnell was appointed Ass istant Administ ra to r for Equal Opportunity  Programs, the first  professional staff  member lef t the  office. Between this  time, August, 1973, and 7 months late r, March, 1974, six professiona l staf f members (approximate ly 60 percent of the professional sta ff) and the  lead secretary lef t t ha t office either  vo luntari ly or forcefully .

SUGGESTIONS FOR IMPROVEMENT

1. Close observation  of the att rit ion rat es of each office by the servicing Personnel Management Specia list.
2. Repo rt of unusu ally  high at tri tio n rates to the m anagement official above the  level being reviewed.
3. Annual performance appra isa ls of supervisors and managers by employees with  provision for  continu ing or emergency a ppraisals  when necessary. Apprai sals between superviso rs and employees should be a mutual experience.4. Release of managements and supervisors from the ir manager ial and supervisory responsib ilities who—through  unusually high attr iti on  rate s, poor employee appraisals,  or by other means—have demonstrated a lack of sens itivity and skill in sound supervisory and management practices.
(d)  There seems to be a backlash movement among some managers who, as repo rted  to me by a sub stantial number of women, consi stently put  off and generally try  to avoid female employees when they attem pt to inquire abou t promotions  or enhancement of t he ir careers .

EXAMPLES OF INS ENSIT IVITY TO WOMEN AND MINORITIES

(a ) When 11 concerned employees met with the  Admin istrator of NASA to discuss the ir views and concerns for  the NASA EEO Program, one of the  concerns mentioned was that  a number of employees, par ticula rly  women, h ad had problems with the  new Ass istant Admin istrator  fo r Equal Opportuni ty Prog rams [see Exhibit  3]. The Admin istrator did not delve into  what the  problems were with  an atte mpt to assess their significance. Instead, he replied that  he knew of Dr. McConnell’s problems, bu t th at  people could learn and Dr. McConnell would learn, and he though t we would see a change in Dr. McConnell [see Exhibit s
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14, 15, 16, 17 ,18 and 19 as  a  few examples of problems exper ienced by employees 
with  Dr. McConnell].

(b)  To my knowledge, when disparag ing sta tem ents about women appeared  
in magazine and newspaper arti cles and were at tribu ted  to such NASA repre
sen tatives  as Ast ronaut Lovell and  Dr. Char les Berry (wh ether taken out  of 
context or no t), NASA has not found such disparag eme nts to women imp ortant  
enough to  correct in the public news media.

(c) At an Organizat ion and  Management Sta tus  Review (mid-level manage
ment meeting)  held las t summer, the Director  of He adquarters  Adm inist ration 
presented the sta tis tics for  Headq uar ters  promotion like th is : “In  FY 73, there 
were 67 promotions in H ead qua rter s, 51 of which were women.” U ntil questioned 
by the Headq uar ters  Federal  Women’s Prog ram Coordinator , the re was no 
attem pt made eith er by the Director  of Headq uar ters Administ ration, who was 
presenting the stat isti cs,  or by the attending managers to delin eate  f ur ther  these 
stat isti cs.  When the  sta tis tic s were questioned, it was found that  out of 51 pro
motions to women, 49 went to women in the clerica l and sec retarial job categories. 
Only two of the women receiving promotions were in professional job categories  
as compared to all sixteen of the men who received promotions [see Exh ibit  20].

* Another example of how sta tis tic s with  implications for  EEO are  poorly pre
sented can be found in the curre nt dr af t of the  Headq uar ters Affirmative Action 
Plan for 1974. The action i tem in the plan read s th at  over the past year, Spanish 
surnamed Americans have increased at  NASA Headq uar ters by one-thi rd. It  
does not show the  concom mitant figure of the  two or three Spanish surnamed

» Americans actu ally  hired who make up this  seemingly big increase  of one-third
[see Exhibit 21],

Another favorit e ploy in the sta tist ics  game when comparing data concerning 
grade levels of women or minorities is to form various  groupings of those grade  
levels. Thus, man ipula tion of the resulting da ta is quite easy to put  over on the 
unt rain ed,  casual, o r uncaring observer [see Exhib it 22].

SUGGESTIONS FOB IMPROVEMENT

In orde r for sta tis tics with implications for  EEO to be meaningful, they must 
be prese nted in a manner which will high light the  trut h of the total situatio n, 
not submerge it. An ord er from top management to this effect migh t be useful.

(d) The Headq uar ters EEO Officer, even af te r repeated  objections from the 
Federal  Women’s Program  Coortlinator, continues  to refer to self-suppor ting 
women, ages 20 through 60, as “girls .”

The term  “girl s” was las t used by him to ref er to women of various ages in a 
meeting which took place on March 7th. He was atte mpting  to counsel the  man
ager of an office on a discriminat ion complaint registe red by a woman.

(e) The Pa ten t Division of the NASA Office of General Counsel direc tly con
tac ted  each of the university  law school p lacement offices in the  are a concerning 
a posit ion in that  office, except  for  Howard Univers ity Law School Placem ent 
Office which  I was to contact . When I asked  Mr. Dale Parker , head of the Pa ten t 
Division, why h is office had directly contacted all the  other  un ivers ity law schools 
and lef t Howard Univers ity to the  EEO Office, he replied th at  he would have 
been glad to contact  Howard Unive rsity  but  Mr. Lichty, the  Headq uar ters  EEO 
Officer, offered to do that  himself.

Another time when a young woman law yer  called me about some positions 
in the  Office of General Counsel and found th at  I was someone from the  EEO 
Office, she asked, “Do they ju st  want a woman or do they want a lawyer? ”

* I submit th at  us ing the  EEO Office as an interm ediary  between possible cand i
dates and  the select ing office is not only a was te of time, but  an indigni ty to 
potent ial c andidates.

SUGGESTIONS FOB IMPROVEMENT

* Direct recrui ting should  be done by the  offices h aving the  positions with the 
help of Personnel Staffing Specialists. The EEO Office should not be involved 
in the  actu al rec rui tment  for  offices, but  in ass isting in the  development of re
cru itment  referr al resources for  mino rities and  women.

For information on var ious types  of problems experienced by women in the  
NASA Field  Centers, please  requ est statements from :

Ms. Anita  Davis and Ms. Anne McClung, NASA Johnson Space Center , con
cerning an inv estig ation  in itiate d as a form of rep risa l.
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Ms. Kath leen McBntyre, NASA Flig ht Research Center,  concern ing the  nonresponsiveness of management to forming a Fed era l Women’s Prog ram Committee.
Ms. Anne Grainger, NASA Marshall Space Fli ght Center , concern ing the consis ten t use o f posters exhibit ing women in the  Center despite persis ten t pro test s by women.
Ms. Grace Accerman from Marshall Space Flight Center concern ing published stateme nts from the MSFC BEO Officer objecting to her  aggress ive advocacy of women’s equality. (Ms. Accerman has a disc riminat ion complaint which is cur ren tly at  the  post-hear ing stage and involves more tha n these  stat ements which, I believe, can be obtained from the hearing  transc rip ts. )Ms. Mary King and Ms. Millie King, Kennedy  Space Center, concerning  the  refusal of management to  pay fo r the fees of a tra ining  course designed especial ly to ass ist the Fed era l women working in  th at  area .I am fully appreci ative of this  Subcommittee’s intere st in and active suppor t of civil ri ght s and  con stitu tional right s.Tha nk you very much.

Exhibit 1
National Aeronautics and Space Administration,

Washington , D.C.T o: Th e adm inis trator.
Fr om : Concerned employees.
Su bje ct: Loss of Ms. Ruth Bates  Ha rr is from NASA.

We are  deeply grieved  at NASA’s loss of Ms. Ru th Bates Harris . We have known her  as our  stau nch est suppor ter and  advocate of equal oppo rtuni ties for  women and m inori ties a t NASA.
Her loss has  shaken our fai th in NASA’s dedication to the  Equal Opportun ity  Program and has  stim ula ted  serious concerns on the  pa rt of many employees. Because  of thi s we would apprecia te an official sta tem ent  of reaffirm ation from you to all NASA employees which will outl ine both NASA’s real  policies affecting  equal opportunitie s for women and mino rities and  a description of the positive steps being taken to st reng then  these opportunities.Tha nk you for your consideration of our  concern.

Exhibit  2
National Aeronautics and Space Administration,

Washington, D.C., November 1,1978.Ms. J o Marie Di Maggio,
Emergency Plann ing Ofp.ce,
National  Aeronautics and Space Administration,Washington, D.C.

Dear Ms. Di Maggio: Before  responding fully  to the memorandum on the  sub jec t “Loss of Mrs. Ruth Bates Ha rri s from NASA,” I  believe it  would be useful if we could meet to discuss the  m att er  and to hear your views and concerns.Since you are  the Headq uar ters Federal  Women’s Program  Coordinator and the first  person to sign the  memorandum, I would like to ask for  your help. Could you suggest approxim ately  10 other signers of the  memorandum who would like to meet with  me. I would then plan to meet with  you and  the  o thers whom you suggest  in my office on November 5, 1973, from 2 :30 p.m. to 3 :15 p.m., if thi s is convenient.
I would apprecia te it if  you could call my office with  the  suggested lis t of names a s soon as  possible, so th at  I ca n inv ite them.Sincerely,

J ames C. F letcher, Administrator.
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Exh ibit  3

Points  of Concern and Suggestion for I mproving th e E qual Oppor tunities  
Program of NASA

1. Confidence, Commitment, and Results.
2. Affirmative Action Pla n Implementa tion.
3. H iring Goals.
4. Sta tist ica l Analysts .
5. Recruitmen t Efforts.
6. NASA Fede ral Women’s Pro gram  Coordinator.
7. Upward Mobility Program.
8. Human Resources Council.
9. NASA’s EEO Council.
10. NASA Incen tive Awards Board and Personnel Management Review Com

mittee .
11. Equal  Employment Opportuni ty Conferences.
12. Conclusion.

l .  confidence, commitm ent, and results

Employees have had continued confidence in  the  demonst rated  commitment of 
Ruth Bates Ha rri s to equal  opportun ities  for  women and  minorities.

Since her  depa rtur e, employees lack the confidence t ha t the re is anyone in top 
management committed to obtaining resu lts in equal opportunity  program at  
NASA.

A num ber of us, in pa rticu lar  women, have had problems with  Dr. McConnell 
thus jeopard izing  the confidence we needed to have  in him.

However, a s o ur prim ary concern is with  obtain ing resu lts for equal opportuni
ties in NASA, we are  ask ing you, the Adm inist rator, along with you r top staff, 
the  Deputy, and  associate  and assis tan t adm inis trators , to become more directly 
involved with, and supportive of, the human resources for NASA.

For  instance, we recen tly observed the tremendous  effectiveness in obta ining 
noteworthy, posit ive results  in the  Combined Federal  Campaign effort. We feel 
that  if the Admin istrator and his top staff would give the same kind of personal 
att ent ion  and suppor t to our  Equal Opportunitie s P rogram as was given the CFC 
thi s year, we would then also see noteworthy,  positive results  in NASA’s equal 
employment  opportunity  efforts.

2. AFFIRMATIVE ACTION PLAN IMPLEMENTATION

There must be acco untability for, and enforcement of the affirmative action  
plan items.

3.  HIRING GOALS

The Admin istrator should  express his personal commitment to meaningful 
goals which will make a sta tis tic al  difference, and communicate  th is commitment 
to top and mid-level management.

4. STATISTICAL ANALYSTS

There is a need for  the  expertis e of a sta tis tic al  program ana lyst in each 
NASA EEO Office to moni tor and guide the  implementation  of set ting goals 
for a significantly effec tive equal oppor tunity program.

5. recruitment  efforts

A full-tim e rec rui ter  experienced in rec rui ting mino rities and women for pro
fessional posi tions throughout the  agency is an EEO necessity.

Also, goals should be set  for the execut ive rec rui ter  in bring ing minority  and 
female  candidates to the atte ntion of th e Admin istrator f or filling executive level 
positions.
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6 . NAS A FEDERAL WOM EN ’S PROGRAM COORDINATOR

Immediate action should be ta ken  to  fill the position of full-time NASA Fe deral 
Women’s Prog ram Coord inator . This  posit ion shou ld be classified  at  the  GS-14 
level with GS-15 potential . The  person in  t hi s position mu st be able  to  show a 
track  record in hum an rights , with pa rti cu lar  emphasis  on women’s righ ts.

In  orde r to  in stil l confidence among employees and management serve d by the 
person  in this  posi tion, it  is  requested that  the selection panel be comprised of  an 
equal  number of management and female employee members. The female  panel 
members should be selected by the Headq uar ters  Fed era l Women’s Prog ram 
Committee.

7 . UPWA RD MO BILITY  PROGRAM

There must be positive commitment to the cont inua tion  of the Headq uar ters  
Upward Mobility Program for  FY 75.

There should a lso be implementation of formal  upward mobility programs in  all 
NASA field centers by the beginn ing of FY 75.

8.  H U M A N  RESOURCES COU NCI L

There should be estab lished a NASA Human Resources Council or group of 
employees including minorities  and women which would meet at  lea st semi
annually  with  the  Adminis trat or to discuss employee views and concerns.

As things stand now, it  took  a cris is for  the Adminis trat or and  a group of 
employees to have  the  opportuni ty of getting together to discuss  the ir views and 
mutual concerns.

9.  N ASA ’s  EEO COUNC IL
Points of c oncer n:
NASA’s EEO Council has not met since March 1973.
Representation on the Council has  been exclusively upper  management.
Many of the  recomm endations of the Council went the  way of Affirmative 

Action items  (got lost  in the  sys tem somewhere).
Suggest ions :
NASA’s EEO Council should be reinstit uted or reestablished.
The Council’s membership should be more reflective of all  levels of NASA’s 

workforce.
The Council should have a uth ori ty to require implementation or follow-through 

of it s recommendations.

10 . NAS A IN CE NT IVE AW ARDS BOARD A ND  PE RS ON NE L MA NA GE ME NT  REVIEW 
CO MM ISS ION

The re should be a broader represen tation of women and  mino rities on the 
above mentioned Board  and  Committee. Hopefully, the re would be more than 
a token of one o r two on each.

11 . EQ UA L EM PL OY ME NT  O PPOR TUNIT Y CONFE RENCE S

There should be an  annual or bi-annual con tinuation  of NASA equal employ
ment opportunity conferences.

1 2 . CONCLUSIO N

In summary, and to quote  Dr. McConnell’s management philosophy, “manage
ment  by objectives” is fin e; but  unless posit ive mechanisms are  bui lt into  the 
system to accomplish these  objectives,  they are mere empty words of no use. 
This  is why our views and  concerns as expressed in thi s pap er have focused on 
wh at we feel are  some necessary, positive mechanisms for  an effective equal 
opportuni ty and human resources program.
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Exh ibit  4

National Aeronautics  and Space Administration ,
Washington , D.C., November 28,1974.

MEMORANDUM
T o: See distr ibution .
Fr om : A /Ad min istrator.
Su bje ct: H ead quarters  affirmative action  plan  for 1974.

The Headq uar ters Equal Employment Opportun ity Affirmative Action Plan 
(AAP) for 1974 will requ ire each of you to prepare a concise office AAP covering primarily  rec rui tment  and placement  goals, career development, and  up
ward mobility  for women and members of rac ial minority groups. For a larg e enough work force to be able to set feasib le goals, Mr. Shapley’s plans will 
cover the  Offices of DOD and Interage ncy Affairs, Legislative  Affairs, and  In 
ternat ion al Affairs. Mr. Clements’ plan will cover the  Adminis tra tor ’s Office, Equal Opportun ity Prog rams Office, a nd all elements reporting  directly  to Dr. Newell.

If  you expect to have few opportunitie s for outside h ires  in 1974, st ress should be placed on placement goals through  career development and  upw ard mobili ty programs  for you r present employees. Enclosed are  brie f guidelines for  the 
prepar ation of your plan. Also, the Office of Equa l Opportuni ty Programs , the  
Office of Personnel, and  the Headq uar ters Equal Employment Opportuni ty Office are available to help in any way they can.

It  i s requested  that  you submit your plan  to me for approval  by December 31, 1973, with an info rma tion  copy to the  Director, Headq uar ters Administ ration. 
The cumulative goals and  object ives of all approved office plans will be incorporated in the  overa ll H ead qua rters plan.

In  a ddi tion  to wr itten  reports  that  will be required by the Headq uar ters AAP for 1974, you will submit verba l reports  to me each quarter.  Associate Administ ra tors  will rep ort  a t Weekly Program  Management Meetings, and Ass istant 
Adm inis trators  will report at  Weekly Staff  Luncheons. Mr. Clements will schedule when verbal reports  will be submitted .

The H eadquar ters E qual Employment Opportunity Office will m ain tain  a sta tus chart  to reflect the  progress of all offices in achieving their  goals. Your cooperation is requested  to provide any info rmation  necessary to post the  char t which will serve as a poin t of reference during the  submission of verbal reports.
Both Dr. Low and  I have stressed  repeatedly our  strong supp ort for  equal employment opportuni ty. The above should be an effective means of prov iding  this sup port within the Head qua rter s.

J ames C. F letcher.
Guide lines for EEO Affirmative  Action P lans for Headquarters Program 

and Staff Offices

i . identification and assessmen t of equal emplo yment opportunities

The firs t step in affirmative action plan (AAP) development is to iden tify where equal employment opportunitie s exis t or can be enhanced in the  office. Do predom inantly all male or all white office elements provide opportu nities for  
placement of women or minorities? Can steps be taken to raise the  grade level of women and minorities? Can employees whose skills  are  underut ilized be assigned additional dutie s, or if in dead-end positions,  be placed in ano the r career  ladd er? Will add itional  tra ining  or counsel ing of both supervisors and employees 
improve att itu des to fos ter equal employment  opportunitie s and a more viable  working environment? Affirmative answers to questions such as  these  should tra ns lat e into  positive actions.

This  step i s ext remely important. Unless the  AAP honestly recognizes and  deals 
with equal employment opportunitie s and  involves line management , it  will not produce desired results.



2.  GOALS AN D TIME TA BLES

Establish ing numerica l goals  and time table s for  recruitmen t, placement  and employee upward mobility is a requ ired management concept and pa rt  of the development of affirmative action plans. Subject to high er level reviews, goals should be set by the  lowest prac ticab le level of managem ent to assu re th at  they are  both reasonable in term s of  manpower needs and employees’ skill s an d career objectives and  challenging in term s of the desired change.
3.  UP WA RD MO BIL ITY  AN D CAREER DEVELOPMENT

The plan should include action  items designed to make  full util iza tion of the present skills of employees as well as actio n items to identify the  tra ini ng  and educat ion needs of lower grade employees. Planned counseling sessions to  develop objectives of m utual intere st to management and  the employee should be required . Pa rti cu lar  att ention should  be given to the  career  development of women and mino rities in grades  10 to  13 level positions who have the  tal en t and  poten tial for furth er development and  mobility.

4.  RECR UIT ME NT AN D PLAC EM EN T

Recruitm ent and placement goals should be estab lished fo r:a. Increase  in the  number of minority perm anent employees.b. Increase  in women or mino rity groups in professional positions.In  order to obta in qualified  cand idate s for  vacancies and achieve EEO goals, special efforts must be made to develop diverse  and responsive sources of manpower. Selecting officials should be encouraged to expan d recruitm ent sources by utiliz ing their  contacts  with  professiona l and technica l organiza tions which produce qualified women and  minorities. The Headq uar ters Equal  Employment Oppor tunity  Office and  the  Office of Equal Opportun ity Prog rams will ass ist in identifying ref err al sources.
E xhib it  5

Nat ion al  Aero nautics  and S pac e Adm inistr at ion,
Washington, D.C., January 25,19TJf.

mem orandum

T o: DHE/Ms. J o Marie Di Maggio.
Fr om : A/Ad min istrator .
Su bjec t: Employees’ suggestions pertaining to EEO.

During our  meeting of November 5, 1973, your group expressed several points of concern and made  a number of suggestions for improving our EEO program. We have devoted much though t to your comments and have  discussed them thoroughly. As a result  of these discussions, a plan has  been devised which will resu lt in the implementation  of most of your suggestions, and, at  the same time, will significantly improve our EEO posture.
With  specific regard  to your suggestions , Dr. McConnell has provided the atta che d implementa tion plan which was developed in consultat ion with  the action officers and approved by Dr. Low. Dr. McConnell will report on the progress of each of the eleven items at  the  monthly Genera l Management Review.
More generally, wre have decided to manage the  EEO program the same as we do our technica l programs. Goals have already  been established for the hiring of minorities and  women dur ing  CY 1974, and  they  have been incorpora ted into the  Affirmative Action Plan for the  Agency. The perc entage of minorities  in the  total NASA work force will be increased  to 6.1%, and, during the same period, the re will be 80 profes siona l positions filled by minorities  and  80 by women, either by hir ing  or  thro ugh  Upward Mobility. Goals and timetables for futur e years will be developed by July 1974. Responsibility for achiev ing these  goals has been accepted by the  Ins tituti onal Associate  Administra tors for  the field centers and by the  Director  of Headq uar ters  Adm inis tration. They, too, will report their  progress each month at  the  General Management  Review when progress reports  are  made on all other NASA programs. I believe that  thi s approach will produce signif icant result s and will do much to bolster your confidence th at  NASA is committed to a strong EEO program.

J am es  C. F letc he r.
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December 21,1973.
MEMORANDUM

T o: A D/Deputy Adm inis trator.
From : U/A ssistant A dminis trator for Equal  Opportun ity Programs.
Su bjec t: Plans for  Imp leme ntation of Employee Suggestions Received Novem

ber 5, 1973.
1. Confidence, Commitment, and Results.
Action Pe rso ns : Adm inis trator, Deputy Adm inis trator, Ass istan t Adminis

trat or  for Equal  Opportun ity Programs, Ins tituti onal Direc tors, and Center  
Directors .

Schedu le: Continuing.
S ta tu s: Employees have been briefed on EEO discussions a t the Center Direc

tor s’ Meeting.
2. Affirmative Action Plan  (AAP) Implem entation.
Action Pe rso ns : Ass istant Admin istrator  for Equal Opportuni ty Programs, 

Dire ctor  of Head qua rter s Administrat ion.
Schedule:  Nat iona l AAP Implementation Jan uary 1, 1974; Hea dqu arte rs 

AAP Implementation Feb rua ry 1,1974.
St atus : Repor ting requ irements  are  being developed to strengthen  monitor- 

ship of progress under the  plans . Organizat ion level plans are  being developed 
in Headq uar ters  and 1974 National  plan calls for organiz ational plans at  the 
Center s. This will involve line managers in EEO planning and affix account
abi lity  for EEO performance.

3. a. Hir ing Goals— Hea dquarte rs.
Action Officer: Officials in charge of He adquarters  Offices.
Schedu le: December 31, 1973. Organizat ion Inp ut to Adm inist rator.
Comment: Dr. Fle tcher’s memorandum of November 2, 1973, to all NASA 

employees satisfied the  specific request for his commitment  to the  development  
of meaningful  goals. These specific goals are  being developed in connection with  
Headq uar ters Organization al AAP’s. Director  of Headquarters  Administ ration 
is collecting, reviewing, and eva lua ting  organizational plans and  goals.

3. b. Hir ing  Goals— Agency.
Action Officer: A ssis tant  A dminis trator for Equa l Opportun ity Programs.
Schedule:  Pre sen tati on to Deputy Admin istrator December 1973, for  final 

decision on 1974 goals. Then immediate incorpora tion in Nat iona l AAP for  1974.
4. Stati stic al Analyst.
Action Officer: Director of Headq uar ters Adm inis trat ion and  Directo r of 

Personnel.
Schedule: Jun e 1974, meet and  review the  adequacy of repo rting systems 

developed by Code JPA.
5. Recruitment.
Action Person  : Agency—Direc tor of Pe rso nnel: Headq uar ters—Director  

Headq uar ters Administra tion.
Schedu le:

a. Agency—Briefing  to Deputy  Admin istrator December 1973 for  ap
prova l of agency rec rui tment  plans.

b. Headq uar ters—Jan ua ry  15, 1974, approva l of certif ication sta tem ent  
by selecting officials to at te st  to  th ei r effort s to identify  minor ity and female 
candidates .

6. Fed era l Women’s Program  Coordinator (FW PC).
Action Pe rson : Ass istant Adminis trat or for Equa l Opportun ity Programs. 
Schedule: January 10, 1974, Advertisement Closes; Janu ary 21, 1974, Panel 

Reviews App lican ts; and Feb rua ry 1, 1974, Selection Announced.
Comm ent: Federal  Women’s Program  Committee  is to subm it nominees for 

membership on the rat ing  panel.
7. Upward Mobility Program (UMP).
Action Person : D irec tor of  Headquarters  Administration .
Sch edu le: April 1, 1974. Complete review of orga niza tional plans for commit

ment to UMP. As necessary, reques t UMP slots  to maintain  at  leas t the  1973 
prog ram level.

8. Hum an Resources Council.
Action Person: Directo r of Hea dqu arte rs Adm inist ration.

44-3 77  0  - 75 - 7
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Schedu le: Elections to be held and Council to be constituted  by Feb ruary 1, 1974.
9. EEO Council.
Action P erson: Assistant A dministrato r for  Equa l Opportunity Programs. Schedule:  January 15, 1974—let ter to field on revised composition of NASA EEO Council.
Mid-February 1974—meeting of Council—possibly in conjunction with  PMRC because of common memberships.
10. Incentive  Awards Board  and  Personnel Management  Review Committee.a. Personnel Management Review Committee (PMRC).Action Pe rson : Chai rman, PMRC.
Schedule:  December 18, 1973—Init ial  discussion of broadening membership. Janu ary 31,1974—Fin al Decision on Revised membership.
b. Incen tive and Awards Board (IAB).
Action Person : Chairman, IAB.
Schedule: January 31, 1974—Fin al decision on revised  method of nomination and  estab lishm ent of a  H ead qua rters award ceremony.c. Management Development Education Panel (MD EP).Action Person : Executive  Secreta ry, MDEP.
Sch edu le: Ja nuary 8,1974—Pa nel  will consider th e suggestion.11. EEO Conference.
Action Person : A ssis tant  Ad min istrator for Equal O ppor tunity Programs.  Schedule:  Spring  1974—will schedule  a tra ining  workshop on the  preparatio n and  implementation  of Affirmative Action Plans . (No te: NASA will be phasing over from  cale nda r year to fiscal y ear  plans .)

Dudley C. McConnell .
National Aeronautics and Space Administra tion ,

Washington, D.C., November 2,1973.
MEMORANDUM TO ALL NASA EMPLOYEES

As most of you mus t alre ady  know, I have recent ly termin ated the appointment of Ms. Ruth Bates Har ris as Deputy Ass istant Adm inis trator, Office of Equal Opportunity  Programs. Ms. Ha rri s has made public a paper she wrote me critc izing NASA’s Employment Opportuni ty Program and  recommending the reassignment of the Ass istant Adm inis trator. Because the newspaper accounts based on this repo rt imply th at  her  term inat ion reflects lack of commitment to equal employment opportuni ty, I think th at  you should hear  from me regarding the reasons fo r the actio n I have taken.
Fir st,  there should be no mist ak e: I am deeply and personally  commit ted to the goal of equal employment opportunity  for  members of minority  groups and  women. I  am  no t satisfied with  NASA’s performance in thi s field. My views are  a ma tte r of public record. Indeed, Mrs. Ha rri s herself has  frequently cited them. Dr. George M. Low, Deputy Adm inis trator, and I have met on many occasions with  Ms. Ha rri s and othe rs in the Equal Employment Office to discuss the  problems of that  office a nd plans for their  solution. We have both personally devoted sub stantial time and effort. It  is important work  and  demands our  personal leadership.
The info rmation in Ms. Har ris’ report on the  represe ntat ion of minorities  and women at  all levels of NASA is well known. Pra ctic ally  all of it is in the  public record. This info rmation clearly  shows tha t we all have a long way to go to achieve  equal employment o pportun ity goals. I tho roughly agree.To solve these problems, the  r epo rt made cer tain recomm endations about organiza tional stru cture, resources , and  personnel. Thus, the tota l EEO Program throughout  NASA was to be made solely a Headq uar ters  opera tion,  the allocation of agency resources to EEO was to be exempted from any reductions  which the  agency mus t face, the cu rre nt  Ass istant Admin istrator for Equal  Opportunity  Prog rams was to be reassigned, and  all prese ntly assigned EEO personnel throughout  NASA were to be reevaluated to determine  their qualif ications and poten tial. The let ter  transm itting  the report on September 21 expressed the  hope that  I  would decide to do all  these things by th e first  week of October.Before  deciding what I would do, I talked with  many people with in NASA at  various management levels in order to determine  wh at migh t be best for NASA’s equal employment opportunity  program s. I talked both with  employees who were in the EEO program and  those who were leaving the  EEO office.
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In addi tion,  I requested the observations of senior NASA staff regarding the  
respective adm inis trat ive  and managerial  capabili ties of Dr. McConnell and  
Ms. Ha rris , both of whom were appo inted  to their  positions of Assis tan t 
Adm inis trator and Deputy Ass istant Admin istrator  on April 16, 1973.

While I admired Ms. Har ris ’ enthusia sm and dedication—and sti ll do—I 
did not believe th at  she had the  necessary adm inistra tive and  management 
skills  to fill the  position of Ass istant Adm inis trator. Events beginning very 
shor tly af te r April 16 showed that  Ms. Har ris  and others, app are ntly unwilling  
to afford Dr. McConnell a fa ir  chance  to do the  job he had  been assigned, were 
not supporting the efforts and the  leadersh ip he was providing. A divisive 
spi rit  became ram pan t in the office. The report itse lf reflects  this unfor tun ate  
development.

Upon receiving Ms. Har ris ’ report in September, I again consul ted with Dr. 
Low an d senior  staff  both at  Headq uar ters  and  in the field centers to determine  
whethe r Mrs. Ha rri s could continue to serve constructively as a member of the 
Equa l Employment Opportun ity Office.

While  Ms. Harris  kep t me well informed of activities in her  area of respon
sibil ity and  properly emphasized problem area s, she was never able to imple
ment her  plans to achieve  so lutions nor was she able to work with others outside 
the  EEO Office to do so. She is an excel lent advocate of the cause  of minorities  
and  women but  this quality  does not suffice for the  work to be done. A good 
lead er mus t have  the necessary adm inistrative skill s to mot ivate all  members 
of her  staff to work effectively together. In addition  she mus t know and  ap 
preciate the broader problems of NASA in fulfilling all of its  missions  and in 
working with  others at  the ir own and  high er levels to achieve  solutions which 
can be implemented. Ms. Har ris  was unwilling to do this.

Because  Ms. Harris  has  not demonstrated the degree of adm inistrative and 
management skill required of her  position, because she has  been unwi lling to 
sha re the  broader problems of management with her  peers, and  because  she 
became a seriously disrupt ive force within her  own office, I concluded th at  she 
should not continue to serve in the Office of Equal  Opportun ity Programs. In 
so concluding, I also concluded th at  Dr. McConnell can successfully do the  
job he has  been assigned provided he has  the  good will and  working supp ort 
of all NASA employees.

Dr. McConnell and all of us have  a big job to do. In doing this job we will 
cons ider the recommendat ions and  sugges tions of the  report  prepared by Ms. 
Har ris  and  will adopt those we feel will be helpful. I am apprecia tive  of the 
effort she has  made and  respec t her for having expressed her  opinions.

Our record in NASA over the 15 years of our existence is not a record in 
which we can take pride. Although we have made progress in the past 3-4 
years , our very best efforts  will be requ ired to make progress in the future . I 
believe we can derive some sati sfac tion  from the plans now underway  to take  
affirmative action.  There follows a listing of a few of the  activities recent ly 
ini tia ted  which you all  should know abou t because they requ ire your  participa-. 
tion and  constitute  opportunitie s which will be to your and NASA’s ad va ntag e:

1. Development of Goals and Timetables. It  has  been found that  numerica l 
goals are an effective device for eva luat ing progress in EEO. NASA is committed 
to the adoption of such goals. Supporting  da ta has been gathered from our 
field centers and is being appraised in terms of nat ional workforce util iza tion  
data. It  is expected that  this  appraisal will be completed shor tly and  t ha t agency
wide goals will be adopted for the f irst time.

2. Recruitmen t of Minority and Female Candidates. NASA ins tal lat ion s are  
in the process of naming teams of rec ruit ers , themselves mino rity and  female  
personnel, to seek out and  iden tify top-flight cand idates for NASA employment. 
These rec ruitment team s will receive special tra ining  in the  somew hat complex 
rat ing  and quali fication procedures  of government employment. This tra ining  
will allow the rec rui ters to advise potentia l cand idates on the  hir ing  process. 
The  Equa l Opportun ity Prog rams Office and the  Office of Personnel are  devis ing 
procedures  to sha re info rmation of top candidates  among the various cente rs 
to give each candidate  the wides t possible exposure.  In addi tion,  the  Co-op 
Prog ram calls for  college studen ts to alt erna te  semes ters of academic study 
with work experiences. The NASA program is one of the  largest in governmen t 
and  has  been a key source of techn ical tale nt. Successful Co-op gradua tes  can 
qualify immediately for  government employment. Our enrollees are  cur ren tly  
18% mino rity and 14% female. During FY 73 our new enrollees were  28% 
minority and 19% female.
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3. Ident ificat ion of Minorities  and Women for  Management Development.A specia l effort has  begun among  the  Office of Personnel, the  D irector of Key Personnel and the Equ al Opportuni ty Prog rams Office to iden tify outs tand ing mino rity and  female employees for special management t rain ing. This tal en t bank will be maintained centrally  and reviewed period ically as v arious special tra ining 
opportunitie s arise.

4. Upward Mobility Program.
NASA Headq uar ters has  implem ented a pilot  program to provide career  oppor tun ities to lower graded employees in “dead end” positions. This  program is cur ren tly  underway and  will serve as a model to the field center s for iden tifying posit ions and selecting personnel.  The Affirmative Action Plans of the field insta lla tions will all call for implementing  similar programs in cale nda r year 1974.In  writin g this to you, my ma jor  concern is  th at  Mrs. Har ris ’ terminat ion might discourage  othe r employees from making t he ir ideas  an d criticism s known to the  Admin istrator for fea r of jeopardizing  the ir own jobs. I want it  clearly und erstood th at  Dr. Low and I are very inte rested in hearing  from any NASA employee, tha t we will ev aluate  a communication from an employee on its  merits  and withou t regard to personal ity, and that  no adverse reflection on the  person who communicates will resu lt.
Dr. Low’s and my commitment to equal employment has  never been stronger. We will continue to be sensi tive to the  asp irat ions of all of NASA’s employees.

J ames C. F letcher, Administ rator.
Exhibit 7

February 5, 1974.
MEMORANDUM

T o: M/Associate  Adm inis trator for  Manned Space Flight.
Fr om : U/A ssistant A dminis trator for E qual Opportun ity Programs.
Su bjec t: In ter na l Management  T argets  for Increasing Minority and Female Employee Representa tion in th e NASA Work Force.

This  is  to confirm the inte rnal management t arg ets  fo r placements and Upward Mobility of minorities  and females th at  were provided to your office last  week. The  targe ts for your in sta lla tions a re :

Mino rity
hires

Professional
UMP

Female
hires

Professional
UMP

Minor ity non- 
professional

JSC ...................................... .......... 13 5 8 7 30
KSC_____ ______ ___________ __________ 7 1 10 2 8MSFC_____ _________________ ......... ........... 4 2 4 3 8

To ta l________________ ....................  24 8 22 12 46

These targets should be the  basi s for your monthly reporting at  the Genera l Management Review.
In order to avoid any misu nderstanding of wh at is in tended by the goals for the Upward Mobility Program,  they perta in to profes siona l positions designated  to be filled by nonprofessionals thro ugh  some aspect of the formal Upward Mobility Prog ram or through other app rop ria te means. Since the  tra ining  period is some

time s a yea r or more, the goals will be re garded as  achieved  upon the  firm des ignation of the  profess ional posit ions to be filled in this manner. Hire s are  counted upon the ir placement on the rolls  and not  upon acceptance of a n offer.
I ask that  you formally tra nsmi t these  target s to your Centers as soon as possible if you have not already done so. These targets should appear as numerical goals in an appendix to the  Insta lla tion Affirmative Action Plan . As you know, the Ins tal lat ion  plans become effective on February  1, 1974—subject to amendment  to include Civil Service Commission comments.
Please let me know of any ways in which this office can  be of assi stance to you in ach ieving  these targets.

Dudley  G. McCon ne ll .
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Exhibit  8
February 5, 1974.

MEMORANDUM

To: R/Ac ting Associated Admin istrator for  Aeronautics and  Space Technology. 
From : U /Assistant Admin istrator fo r Equal Opportunity Programs.
Subje ct: In ter na l Management Targets for Increas ing Minority and  Female 

Employee Repre sentation in the NASA Work Force.
This  is to confirm the intern al management targe ts for placements  and Upward 

Mobility of mino rities and females th at  were provided to your  office last  week  
The ta rge ts for you r ins tal lat ion s a re :

Minority Professional
hires  UMP

Female Professional Min ority  non-
hires UM P professional

ABC................
FRC................
LARC.............
LORC.............

Tota l.

8 .............................  6 .............................. 26
1 ........................................... 1   3
8 .......................................... 7 .................. 28
3 .......................................... 4 .................. 18

20 18 7

These tar ge ts should  be the  basis  for  your monthly reporting a t the  General 
Management Review.

In  orde r to avoid any  misunderstand ing o f wh at is intended by the  goals for  
the Upward Mobility Program, they perta in to professiona l positions designated 
to be filled by nonprofessiona ls thro ugh  some aspect of the  form al Upward 
Mobility Program or through  other app ropriate means. Since the tra ini ng  period 
is sometimes a year or more, the  goals will be rega rded  as achieved upon the 
firm designation  of the  professiona l positions to be filled in this manner. Hires 
are  counted upon their placement on the  rolls  and  not upon acceptance  of an 
offer.

I will be discussing the  establishme nt of increased target s for the Upward 
Mobility Program with you in the  n ear future . I ask  th at  you formally tra nsmi t 
these  targets to your Centers as soon as possible if you have  not  alre ady  done 
so. These targets should app ear  as numerical goals in an appendix to the In
sta lla tion Affirmative Action Plan. As you know, the  Ins tal lat ion  plan became 
effective on Feb rua ry 1, 1974—subject  to amendmen t to include Civil Service 
Commission comments.

Please let  me know of any w ay in which thi s office can be of a ssis tance to you 
in achieving these  targ ets.

Dudley G. McConnell.
Exhibit 9

February 25,1974.
MEMORANDUM

T o: S/Associate A dministrato r for  Space Science.
From : U/Assis tan t Administra tor  for  Equal Opportunity  Program.
Sub ject : In ter na l Management Tar gets for  Increasing Minority and  Female 

Employee Represen tation in th e NASA Work  Force.
This  recinds and replaces my memorandum of Febru ary  5, 1974 on the  same 

subject .
The purpose of th is memorandum  is to  confirm the  int ern al management t arg ets  

for  placements and  U pward  Mobility o f minorities and females previously agreed 
upon. The t arge ts for your  Ins tal lat ion  a re :

Min ority Professional Female Professional Minority non
hires UM P hires UM P professional

OSS:
G SFC.. .
NAPO ..
WS.........

To ta l. 29

8 33
1 ..................
1 7

10 40
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These target s should  be the  basis  for your  month ly reporting at  the General 
Management Review.

In order to avoid any misu nderstanding of what is intended by the goals 
for  the Upward Mobility Program,  they  perta in to professional positions  desig
nated to be filled by non-professionals through some aspect of th e formal  Upward  
Mobility Program or through other app ropriate means. Since the tra ining period 
is sometimes a year or more, the goals will be rega rded  as achieved  upon the 
firm designation of the  professional  positions to be filled in this manner . Hires 
are counted upon their  placement on the rolls and  not upon acceptance of an 
offer.

I ask  that  you formally transmi t these target s to your Cente rs as soon as 
possible i f you have not alr eady done so. These t arg ets  should ap pea r as numerical  
goals in an appendix to the Ins tal lat ion  Affirmative Action Plan. As you know, 
the  Ins tal lat ion  plans became effective on Feb rua ry 1, 1974—subject  to amen d
ment to inc lude Civil Service Commission comments.

Please let me know of any way in which thi s office can be of assistance to 
you in achieving these targets.

Dudley G. McConnell.
Exhibit  10

Washington, D.C., March 1,191^.

memorandum

To: D/Acting  Associate Adminis trat or for  Organizat ion and Management. 
From : U/A ssistant A dminis trator fo r Equal Opportunity  Programs.
Su bje ct: Int ern al Management Tar gets for Increasing Minority and Female

Employee Representation  in  the NASA Work Force.
This  is  to  confirm the  in ternal m anagement tar ge ts for placem ents and Upward

Mobility of minorities  and females th at  were previously provided to your  office. 
The targ ets  for your in sta lla tions are  :

NA SA Headquarters:
Minority professional hir es ............................................................................................................................................... 16
LIMP ..................................................................................................................................................................................... 4
Female professional hire s................................................................................................................................................. 12
UMR ..................................................................................................................................................................................... 8
Minor ity nonprofessional................................................................................................................................................... 47

These  target s should be the  basis for  your month ly repo rting at  the Genera l 
Management Review.

In  order to avoid any misunderstanding of what is intended by the goals for 
the  Upward Mobility Program,  they perta in to professional  positions designated 
to be filled by nonprofess ionals  through some aspect of the forma l Upward 
Mobility Program or through other app ropriate means. Since the  tra ining period 
is sometimes a yea r or more, the goals will be regarded  as achieved upon the  
firm designation  of the  profes siona l positions to be filled in this manner. Hires  
are  counted upon their  placement on the  rolls and not upon acceptance of an 
offer.

These target s should appear as numerical goals in an appendix to the Insta lla 
tion Affirmative Action Plan. As you know, the Ins tal lat ion  plans  became effec
tive on Feb ruary 1, 1974—subject  to amendment to include Civil Service Com
mission comments.

Please let me know of any way in which this office can be of assistance to you 
in achieving these targ ets .

Dudley G. McConnell.
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E xh ibit 11
National Aeronautics  and Space Administration,

Washington, D.C., Februa ry 26,191 If.

MEMORANDUM

To : D HE/Ms. J o Marie DiMaggio.
Fr om : A/Ad min istra tor.
Su bjec t: Employees’ Suggestions Perta ining to EEO.

Since it  h as not been possible to meet a ll the  dates  included in the  implementa
tion plan attach ed to my memorandum on this subject of Janu ary 25, 1974, I 
want to take this opportunity to advise you of the current sta tus  of the  various 
actions. I inform ed you in my Janu ary 25 memorandum th at  we had  estab lished 
numerical hiring goals for all NASA instal lat ion s and major Headq uar ters  
offices. I also told you th at  we had assigned responsibi lity to Insti tut ion al Asso
ciat e Adm inis trators and the Director of Headq uar ters Adm inis trat ion for  
achiev ing the numerical goals and for carryin g out other commitm ents included 
in the  Agency Affirmative Action Plan. The sta tus of other actio ns rela ted  to 
your  suggest ions is as sta ted  in the implemen tation plan  except for  those  dis 
cussed in t he atta chm ent  to this  memorandum.

I believe the actions described demonst rate  the emphasis being placed on EEO.
I have asked the  D irec tor of H ead quarters  Adm inis trat ion to advise  you if  t here 
is any sub stantial change  in these p lans.

J ames C. F letcher.

status  op actions related to employees’ suggestions on EEO

A. Rec rui tment efforts .—On Februar y 5, 1974, Dr. Low approved a coord inated 
agency-wide program for  the recruitment of minor ities  and females. Recruitmen t 
teams have been identified at  field inst alla tions, and  the rec ruitment effor t is 
alre ady  underway.

B. NASA Federal women's program coordinator.—The schedule contained in 
the  January 25 memorandum could not be met because of the need to keep the 
adve rtise men t open for a longer period of time. In addit ion, the rat ing  of ap
plicants  will take longer tha n ant icip ated, since approxim ately  80 people applied. 
The rat ing  panel consis ts of three females, including one from Goddard Space 
Flight  Center, and  one male f rom the Office of Personnel. The selection is  expected 
to be made during  March.

C. Upward mobility  program.—This program will continue dur ing FY 1975. 
There are  now eigh t positions in Headq uar ters filled through the STEP portion 
of the Upward Mobility Program.  Field  Centers are  committed to have  at least 
one component of the  form al Upward Mobility Program  underway by Jun e 30, 
1974.

D. Hum an resources council.—The implementation  plan indicated th at  the 
Human Resources Council (to be named the Headq uar ters Employees EEO Ad
visory Group) would be c ons titu ted by F ebruar y 1, 1974. The  HQMI establish ing 
the  Advisory Group is now under final review and should be published by Feb ruary 
28, 1974. The nomination and election process agree d upon, which essential ly in
corporates your recommendations, will require  at  lea st a 2-week period, so the 
tar ge t da te for const itu ting the  Advisory Group is now March 15,1974.

E. NASA's EO council.—The basic struc tur e of the reconsti tuted Council has 
been estab lished . A copy of Dr. McConnell’s m emorandum descr ibing the  Council 
is at tached  for  your  information.

F. NASA incentive aieards board and personnel management rev iew  commit
tee.—The membership of the  NASA Incen tive Awards Board  has been expanded 
to include the Ass istant Admin istrator for Equal Opportuni ty Program s and  the 
Federal Women’s Program  Coordinator. Dr. McConnell and you, as the Head
quart ers  Federal  Women’s Coordinator, will serve  on the NASA Headq uar ters 
Awards Committee which is being  estab lished . Dr. Connell and Ms. Helen Kupper- 
man have been added to th e Personnel Management Review Committee. We have 
also expanded the  membership of the Management  Development and Educatio n 
Panel to include Ms. Carol Sweeney of Headq uar ters , Ms. Helen Neumann from 
Goodard Space Flight Center, and  Mr. Lewis Hughes of Ames Rese arch  Center.
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G. Equal employment opportu nity  conferences.— In order to get the maximum 
benefit from such meetings, it is intended that  they have a specific focus, ra ther  
tha n be a general conference on Equa l Employment Opportuni ty. This  y ear there 
will be an Affirmative Action Workshop, aimed at  improving the development, 
management, and implemen tation of these plans. The workshop is ten tatively  
scheduled fo r April.

National Aeronautics and Space Admin istration,
Washington, D.C., February 12,1971/.

MEMORAND UM

T o: Headq uar ters Associate Admin istrators All Center Directo rs.
Fr om : U/As sistant  Adminis trator for Equal O ppor tunity P rograms.
Sub jec t: NASA Equal Opportun ity Council/Establisl imen t of the  Revised Role 

and  Membership.
This  is to let you know of how we have revised  the  Agency’s EEO Council. The 

roles of the  Council will, among o ther things, include the  following :
Policy development and implem entation.
Problem assessment and the development of opera tional solutions. *
Evaluat ion of Agency and individual Cente r Prog ress  in prio rity  areas .
Communication of program objectives and  current actions to Ins tal lat ion  line 

management.
Members will serve as point s of contac t on m ajo r EEO initiatives.
The panel composition will be as  fo llow s: *
Deputy Directors  of the field Ins tal lat ion s specifically including JPL.
The Assistant Adminis trat or for  Equal  Opportun ity Programs and the Agency 

Federal  Women’s Prog ram Coordinator .
At lea st four non-supervisory  employees who are  no t EEO professionals.
Director  of Personnel will serve  as our advisor .
Don Hearth of Goddard has agreed to serve as Chai rman . The first meeting 

will take place in early  March.
The new Council can play a very key role by bringing Center line management 

into  the  development of the EEO program. We have  involved the Insti tut ion al 
Managers in Headq uar ters  and  we want to augment that  with  the Council. We 
feel the  Deputies are j us t the  righ t people to move the prog ram along.

Let  me say it one more tim e: the re are  1500 people in Headq uar ters  and 
over 24,000 people in the field. As EEO is a people program, it must  be done in 
the  field. Our job in Headq uar ters is to help you implement the program in the  
field. I think this Council will be a valuable  resource to achieve  our  Agency 
EEO objectives.

The new Council was discussed at  some length at  the recent Deputy Director’s 
Meeting.

Dudley G. McConnell.
Exh ibit  12

management instruction

NASA, HQMI 1152.2.
D ate : F ebruar y 25,1974.
Su bjec t: H ead qua rters Employees EEO Advisory Group.
1. Purpose

This  Ins tructio n estab lishes the  Headq uar ters  Employees Equal Employment 
Opportun ity (EEO) Advisory Group, and sets for th its objectives, membership, 
and  procedures  rela ted  the reto .
2. Background

On November 5, 1973, representativ es of a concerned group of Headq uar ters  
employees met with the  Adminis tra tor  to present and discuss severa l recom
mendations to improve  NASA’s EEO Program. The meeting was of benefit to all 
partie s concerned, and  the Adminis trat or endorsed the  recommendation th at  an 
estab lished council or group of employees, including minorities and  women, meet 
with him at leas t semiannually to discuss  employee views and  concerns abou t 
EEO.
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3. Ad viso ry group objecti ves

The objectives of the  H ead qua rter s Employees EEO Advisory Group (here aft er 
refe rred  to  as  th e Advisory Group) are to :

a. Ascertain the  concerns  and views of employees on EEO ma tte rs and  bring 
them to the att ent ion  of the  Adminis trator and other levels of m anagement.  (This 
is not to be cons trued to mean th at  the  Advisory Group necessarily  represen ts 
and  speaks  for  all employees on EEO ma tte rs in its meetings with the  A dminis
tra tor , or th at  this is the only channel through  which employee EEO concerns 
can he expressed. Employees may con tact  the  Office of Equal Opportunity  Pro 
grams or the  He adquarters  Equal Employment Opportuni ty Office; or they may 
bring  their own views to the atte ntion of the  Administ rato r, directly  or thro ugh  
channels, as set forth  in NMI 3711.6, su bj ec t: “Employee-Management Com
munications,” if they so desire .)

b. Serve as an advisory group to the  H ead qua rters EEO Council in the develop
ment, implementation , and overview of th e Headq uar ters EEO Affirmative Action 
Plan.

c. A ssure  considera tion of the  views of mino rities and women in car rying out 
objectives a  and b.
4. Adv isory group membership

a. The Advisory Group will consis t of 12 elected members. In addi tion, each 
union recognized to represen t a segment of Headq uar ters  employees will have 
the  option, at  any time, to designate an observer to atte nd Advisory Group meet
ings. Other employees may also att end  these meetings as observers.

b. In the  event an elected Advisory Group member  is a member  of a union 
bargaining unit , he or she will not purpo rt to represen t the  b argain ing  unit , but  
will se rve in  the same capaci ty as any o ther employee.

c. The membership of the  Advisory Group will be published as Atta chm ent A 
to this  Ins tructio n immediately af te r each election a nd at  o ther  t imes  as circum
stances requi re.
5. Elect ion of advisory group members

a. Elect ions for  12 employees to serve on the  Advisory Group will be held in 
March of every even-numbered year.

b. The election will be a two-step procedure. In the firs t step, employees will 
be invi ted by the E lection Committee  (see par. 8b) to nomina te themselves and /o r 
as many other employees as they may desire,  provided the re is agreemen t by 
each nominee to serve  on the  Advisory Group if elected. The object ive of the  
nominating process is to iden tify mino rity and nonminori ty women and men who 
will be voted upon by all  Headq uar ters employees. The Election  Committee will 
iden tify a total  of 24 nominees with  6 from each of the  following 4 groups— 
minor ity female , minor ity male, nonm inori ty female, and nonm inori ty male—by 
a count of th e nominations for each individual nominee.

c. In the  second step, employees will vote in a general election for  3 Advisory 
Group members from each of the  4 groups named  in b above, for  a total  of 12 
members, by secre t wr itte n ballot  pu rsu an t to procedures estab lished by the  
Election  Committee.

d. Nominees elected to serve on the  Advisory Group will be by plu ral ity  vote 
with in each of the fou r nominee groups.

e. Nomination and election ties  will be broken by draw ing lots.
f. Vacancies occurring  between elections among the 12 elected Advisory Group 

members will be filled by m ajority  vote of the  remaining elected Advisory Group 
members.
6. Designat ion and responsibil ities of th e advisory group chairperson

The Chai rperson of the  Advisory Group will be an elected member determined 
by m ajor ity vote of the  Advisory Group. The Chai rperson will be responsible for 
mainta ining any records desir ed by the  Advisory Group, presc ribing any neces
sary rules to govern the  ac tivi ties  of the Advisory Group, informing  employees on 
the  act ivit ies of the Advisory Group, and calling  meetings  of the  Advisory Group.
7. Adv isory group meetings

a. The Advisory Group will meet semiannually  with  the  Admin istrator, and  
at  l east  quar ter ly with the Direc tor, Headq uar ters Adm inist ration. Members will 
be free  to express thei r own views and  concerns in add ition to endorsing  those  
views a nd  concerns on which there is a consensus of the  Advisory Group.
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b. The Advisory Group will hold its  own meetings and meet with  employee 
groups as frequent ly as is necessary to accomplish th e objectives state d herein.
8. Responsibilit ies o f the director, Headquarters  Admin istration

The D irecto r, Hea dqu arte rs A dminist ration, w il l:
a. Prov ide necessary adminis tra tive supp ort to  the  Advisory Group.
b. Appoint  an Election Commit tee of five members, with  representa tion  from 

the fou r groups mentioned in sub paragraph  5b, for each biennial election of 
Advisory Group members.

c. Appropr iately publicize  the  Advisory  Group and i ts membership.
d. Meet a t least qua rterly  w ith the  Advisory Group and keep them apprised of 

action s taken  on the ir recommendations and  matters  of concern.
Bernard Moritz-------------------,

Acting Associa te Ad min istr ator for  Organization and Management. 
Exh ibit  13

Memo: For the record.
Su bje ct: Events and substance of conversations which took place Monday De

cember 10 and Tuesday December 11,1973.
D at e: December 12,1973.

When I walked  in to the  office of two of our NASA inspectors of the Inspections 
Divisions abou t 8:30 am Monday December 10 to get my usu al morning cup of 
coffee or tea, the  following conversat ion took place af te r our usua l morning 
gree tin gs :

Bob McCulloch : Jo, McConnell called over here Friday  a ftern oon and asked our 
office to investigate  you and  Willie  Gaither and Alvin Anderson from LARC an d 
Joe Atkinson from Huston concerning some leaks  of informa tion  having to do 
with  EEO compla ints a t NASA. Do you know anythin g about this?

Jo Marie:  Is this  an official inve stiga tion? I’m not going to answer  any ques
tions  unless the re is a specific charge of violation. And as fa r as I know, I’ve 
comm itted none.

McCulloch : No, it ’s not an official investigat ion. Vogel also called over Friday 
afte rnoon though, and asked us to look into leaks of information. Are you 
going to give me the names of people who might  have leaked  informat ion?

Jo M ar ie : No. Short ly af te r my brief conversation with McCulloch, approxi
mately  15 minutes  aft er,  Lichty,  the  hea dqu arte rs EEO officer and also my 
superviso r, called me into his office to find out the rest  of the names  of the  persons 
whom I had  given to P hill is McCure of the  NAACP Legal Defense  Fund. When I 
would no t give the  names. I was thre atened  twice dur ing  t he  course  of our ap
proximately  30 minute conversation as follows:

Lichty : Jo, if you th ink  you are  going to get anywhere this  way.
Jo M ar ie : Where  is anywhere, Don?
Lichty : Anywhere in y our  job.
And :
Li ch ty : Jo, if you can’t work cooperative ly with  me in thi s office, your life 

is going to be dead as  fa r as  your  job.
Jo Marie  : I t’s my life.
(End of same conversa tion w ith Lic hty ).
Licht y: Jo, I’m serious abou t this. You’re on dangerous grounds and  headed 

for some serious trouble. I thin k you bet ter  t ake  tim e to think over your  position 
and w here  you a re going.

Jo M ar ie : I  al read y have, Don.
Later, approxim ately  mid morning, I answ ered  one of Lichty’s lines  which 

was ringing. It  was Helen Kupperman, one of our attorn eys  in the General 
Council Office. I told her  that  I would have Lichty  ret urn her call. She then 
asked me how I was, to which I replied OK in a probably he sitant voice.

Helen then  told me to expect a phone call from Dudley McConnell in just a 
few minutes and that  he would be apologizing for what had  happened. She 
then said, Jo Marie, believe me when I tell you th at  thi s whole thin g was  a big 
mistake, a complete m isunders tanding.

Jo M ar ie : Helen, I ’ve been thr eat ene d and  harassed .
Helen Ku pperm an: Well, believe me, Jo Marie, the  whole thing was a mis

understand ing ; and when I got to the  bottom of it, I did someth ing about it. 
So don’t worry Hon. OK?

Jo Marie: OK.
Ku pperm an: Jo Marie, if I can do any thing to help you, please call me.
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McConnell never did call. But I received visi ts la ter that  morn ing from Dick 
Wolf, ano ther atto rney from the General Council Office, and one from Col. Vogel, 
Direc tor, Headq uar ters Adm inis trat ion and sup erv isor/m ana ger , one layer 
above my supervisor,  Lichty.

In comparison with the  preceding events and  conversations, I do not think 
th at  any thing of much significance was said  with  regard to threats and investi 
gations.  However, in a response to a question from me as to whe ther  he would 
ra ther  I leave this job, Vogel indicated no. He also indicated la ter in the  con
versation  th at  I would not have to worry abo ut my promotion going through. 
This  information was volunteered . I had  not specifically queried him on this.  
As f ar  as I know my promotion papers were sent to the  Personnel Management  
Specialist for  processing sometime dur ing the las t week of November.

TUESDAY, DECEMBER 11, 19 73

Don Lichty told me th at  morning t h a t:
Jo, you probably hea rd this  a lrea dy from one or  two o ther  people thi s morning, 

th at  the re is no inves tigation.
Jo Marie : You mean i t’s been called off?
Lichty replied that  he did not know whether it was “called off” because he 

did not know that  it  had  been on and had been completely surpris ed when I 
mentioned it to him the  day before in our Monday morning conversation. I do 
not remember specifically mentioning it in th at  conversat ion but  I might have  
averted  to it.

Later, Bob McCulloch came in and  gave me a personal  apology for having 
upse t me and said that  he did not mean to and felt  very badly  about it. I told  him 
that  I understood and  th at  I knew that  he had been given orders . He also  told 
me tha t the re would be no follow through on th e quest ioning of Monday m orning  
from his office.

[Exhibit 14 has  been retained in the subcom mittee  files.]

E x h ib it  15
A pr il  24, 1973.

To:  KSI/M r. FGD.
Based  upon performance evaluation with Ms. Smith, would you please give 

a few high lights which lea d to y our apprai sal  of Ms. Smith.
Thx.

N ati onal  A er onauti cs an d Spa ce  A d m in is tr a tio n ,
Wash ington , D.C., September 26,1973.

MEMORAND UM

T o: KS /Direc tor,  Scientific & Technical, Info rma tion  Office.
Fro m:  KSI/Chief, Acquis ition and  Disseminat ion Division.
Su bjec t: Step Increase  for  Ms. Arci lle Smith.

This is in response to your informal note to me of April 24, 1973, which as ks: 
“Based upon perfo rmance evaluat ion with  Ms. Smith, would you please  give a 
few high lights which lead to  your appra isal of  Ms. Smith.

On the  NASA Form 953, dated April 1973, I, on April 24, 1973, on behalf of 
Ms. Smith’s immediate  supervisor, Mr. A. A. DeSimone, who has been on 
extended sick leave, certified th at  Ms. Smith’s performance is of a sufficient 
level to wa rra nt  an increase  in pay, not ju st  adeq uate  for retention on the job. 
Accordingly, I do no t believe th at  provision  of a “few highlights” is eith er neces
sary or app ropriate in term s of the  NASA requ irements  for  the  award ing  of a 
step increase. There is noth ing on, or for that  ma tter, off the record, which in 
any way would preclude Ms. Smith  get ting  the step  increase  for which she is 
certainly eligible.

In addit ion, I personally am concerned th at  ther e is an apparen t need to high 
ligh t any port ion of Ms. Smith’s performance which, as noted by most STI 
Office personnel,  is steadf ast , extrem ely accurat e, tota lly reliab le, significantly 
productive and  certainly of sufficient level to warrant  an increase  in pay. Fur
thermore, I feel it would be pre jud icia l to Ms. Smith, the  only woman classified 
at  the  professional level in KSI,  to single her  out by a list ing  of “highl igh ts”— 
inform ally or formally—when the  step increases  provided over the  past twen ty- 
one months to the male professionals (Mr. DeSimone, Mr. Young, Mr. Watson ) in
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KSI were awa rded without prior challenge or certif ication beyond agency 
requi rements.

Accordingly, I request that  Ms. Smi th’s step increase be approved (copy 
enclosed) in accordance with  exis ting agency procedures.

F. George Drobka.
Exhibit 16

In  summary, I was denied by Dr. McConnell in May 1973 a tri p rela ted  to a 
job for which I had  sole responsibili ty. The sta ted  reason for thi s action was 
my “non-compliance” to what I understood  nine months ear lie r as an offer to 
tak e a wr itin g course. The ma tte r of postponing the course was supposedly 
settl ed between Dr. McConnell and  myself as ear ly as December 1972. The de
nied trip  was  in no wray related to the w riting course.

In  the fal l of 1972 (Dr.  McConnell says  ea rli er ), Dr. McConnell asked  if 
I would like  to tak e a wri ting  course. I t sounded like a prop er and  profitable 
idea and I pursued it  passively since I understood that  the  are a course  catalogs 
would not  be out  unt il December. Upon obta ining  the catalogs, the  only course 
available and  even vaguely rela ting  to my needs was fiction writ ing.  (Others 
were advanced poetry or freshman  English composition.) Since a t the  t ime I was »
heavi ly involved in non-reschedulable outs ide activ ities , I explained to Dr. Mc
Connell (by hinds ight,  spoke to his deaf  ear s) that  in view of the  time involved 
in assignments rela ting  to a wri ting course, I did not deem it practical  to take  
a course in fiction for the purpose of fur the rin g my on-the-job abi lity  to wri te 
[bureaucr atic  memos and  scientific or technica l par agraph s or cha pte rs] . Al- »
though I was  not  given a pointed “OK, th at ’s acceptable for the time being”
(no r the neg ative) , I had no reason to believe that  my decision was unjus tified 
or unacceptab le to Dr. McConnell. I took it, not as a direct ive, bu t as a con
tinuing offer.

In  May 1973, a request came from Code MM to my division chief, Mr. Row- 
some, ask ing  th at  I be sen t to a Jun e meeting in Moscow to comply with  a 
request from the  Soviets for  a NASA publ icatio ns represen tative. Since Mr.
Rowsome was  aw are  that  I had been working on the job for some time alre ady  
and  th at  I had  previously met with the  Soviet delegation to Washington,
D.C., in prepar ing  the production  aspec ts of a tliree-volume, join t U.S.-USSR 
space medicine book, Mr. Rowsome determined , in agreement with my im
media te supervisor, Mr. Matthews, th at  I should go as NASA’s publications 
representativ e to Moscow. We approached Dr. McConnell for travel  money ; 
he said we could probably find it  even th at  lat e in the fiscal yea r—th at  there 
was  no problem.

I began prepar ation for the  trip . About ten days  late r, I began to be appre
hensive about Dr. McConnell’s att itu de  toward the  trip.  Reports from the hal l
way were that  Dr. McConnell had  said, “Anybody but K ay !” Code MM called 
Mr. Far ley  (Dr. McConnell’s superio r) to advise him of the  cu rre nt situa tion 
involving  Dr. McConnell and to rela te the  importance  of sending a representa
tive to the meeting. Mr. Farley saw no reason why I should  not go, bu t two days 
la te r bowed to Dr. McConnell, saying : “I t should be Dr. McConnell’s dec ision!”

Time passed to this  point  is 2% weeks o f the four week advance notice I was 
given for  the  trip . Necessary paperwork could not be taken care of all at  once; 
some pieces were successive, dependent,  a nd  cross related. In addit ion, the Soviet 
Embassy was ale rted to expect me, and had to inte rru pt the ir processing midway 
to accommodate Rex Matthews.

Dr. McConnell cal led me to h is office and for 30 minutes  or more “expla ined” to ,
me why he was sending Mr. Matthews to Moscow rather  than me. In essence:
I was to be discipl ined because  I had not jumped at  his command, and  as “my 
supe rvisor” he had th ree choices :

'(1)  Withhold my ingrade  (I doubt if  he checked, but  mine was not  due in 
1973) .

(2) Fi re  me (t ha t is too complicated in civi l service, says he )
(3) Withho ld “plums” : they th at  do, ge t; and they that  don’t, don ’t. (Without 

going into deta il, the  only thing  Mr. Matthews had  done for Dr. McConnell was to 
avoid h im.)

Dr. McConnell was a lso decry ing the fac t that  Code MM had gone out of chan
nels to ask  me to go—think ing th at  Dr. Berry had  called me direct ly—and  had 
thusly  “deprived” him of his options. I explained tha t, in fact, someone under 
Dr. Berry  had called  Mr. Rowsome ; Dr. McConnell said, “Oh.” (Fou r hours late r.
Dr. McConnell was again complain ing to Mr. Matthews about  Code MM going out 
of chan ne ls!)
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I gra nt that  Dr. McConnell asked me to tell him why I should go to Moscow 
rather  than Mr. Matthews, but  the goings-on the previous week told me that  his mind was made up. It  is useless to argue with Dr. McConnell a t any tim e; he 
usual ly makes  his  decisions even before the fact s have  been presen ted. I therefore saw no reason to lengthen the discussion .

I  asked  if I should  tell Mr. M atthew s about the  turn of events (since as fa r as I knew this  would catch him completely unaware) and Dr. McConnell said “Say nothing, I will call him.” Dr. McConnell called Mr. Matthews at  home a few hours  late r, told him he was to go to Moscow, mentioned the out of chan nels  
routine by Cotie MM, and told Mr. M atthews to call me for the res t of the details  [meaning the discip lina ry measure].

It  seems poor to  me th at  Dr. McConnell—
(1) Was crying “out of cha nnels” when he would liste n nei the r to h is superior nor to two of the hierar chy  between Dr. McConnell and myself.
(2) Would delibera tely  put one of his sta ff (Mr. Matthews) in an awkward  position as a supe rvisor and in an unpopu lar ligh t in rela tion  to the  res t of the office staff.
(3) Did not deem it necessary to tell my supervisor  the  reason for  h is action .
Subsequently Mr. Rowsome met with Dr. McConnell and said  th at  it  was nottoo late  to reverse  the decision and it would produce smiles up and down the halls. Dr. McConnell replied that  he d id not want  smiles, that  that  meant people were laughing a t him. The s ubject was  closed.

Exhibit 17

SUM MAR Y OF FOLLOWUPS TO ATTACHED MEMO

Kev to McC on buckslip: It  might do some people well to learn that  graciousness is a common occurrence in othe r offices and has noth ing to do with  allure.
McC to Kev : Memo: Some people can be knocked over by a fea ther.Face to fa ce :
Kev : Not a fe athe r, but the proverbial  camel’s straw.
McC: I f you don’t like the remarks, ask  me to cease.
Kev : Consider yourself  told.
With in a week, McConnell’s remarks  were  aga in spewing forth.

F ebruary 28, 1973.To : KSP/Mr. F . R. Jr.
Perhaps Kay’s gracio usness (read allure) had someth ing to do with  his graciousness. McC 

Mr. Fred Croxton,
Director, Admin istr ative Depar tment,
Library o f Congress, Wash ington, D.C.

Dear Fred : We really appreciate your  help in our  flurry  of hur ryscur ry las t 
week. Kay tells  me t ha t your Robert Overmiller  was ready, waiting, and gracious too.

Thanks very much.
Sincerely yours,

Frank Rowsome, Jr .,
Chief, Technical Publications  Division,  
Scientific and, Technical In formation Office. 

Exhibit  18

background of attached memo

R e: KS Memorandum.
T o: K SP/M r. Rowsome Miss. Scaffidi.
Su bje ct: Trav el to Ph iladelph ia.

The Scientific and Techn ical Info rma tion  Office spent a great deal of time and 
money producing NASA SP-303 “The Quiet Sun” by Ed Gibson. This  highly 
technical tre ati se  of the  Sun was wr itte n as a guide line for  the Skylab ast ron auts 
(Dr. Gibson will go up on th e thir d contingent of Skylab).

Most of the early production  was hand led by my supervisor , Mr. Matthews. 
When he lear ned  that  he was to make a one week long tr ip  to the  wes t coas t to 
meet with NASA center personnel he asked me to go to Philad elphia  with  Dr. 
Gibson to review the photographic work at  the  p rin ters. The tri p was set up and
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I was told by Mr. Rowsome, my division director , to have  my orders cut. Since 
it was a one day  tri p the  cost was und er $25.00 via the metro liner .

I set up the  vis it to the  pr in te rs ; notified Dr. Gibson who would fly in from 
Houston, arr ang ed for  a GPO representativ e to meet us there , arrang ed for  Mr. 
Rickert  from the  H ead qua rters Printi ng  Office to  accompany us. Then at 4 :00 on 
March 26 I was  inform ed th at  I could not go on the  27th to Philly. On the 28tli 
I received the attach ed memo.

March 28, 1973.
MEMORANDUM

To: KSP /Mr . Rowsome Miss. Scaffidi.
Su bje ct: Travel to Philadelphia.

In view of the  severe cons traints  r esulting from reductions  in our  trave l budget 
for  FY 73 i t is very necessary to plan  travel  in term s of prio ritie s. The recent 
trav el to St. Louis  in connection with  an SP may not have had the priori ty of 
the proposed Phi lade lphia trip . It  cer tain ly was more costly. The  St. Louis trip 
furth er  has  the effect of preclud ing th is trip .

I strongly urge you to make some fo recast of your trav el requirements.  In  this  
tightened environment we canno t “ad hoc” situ atio ns as they arise. We have  to *
manage our  resources more carefully  and plan for  the ir expenditure.

Dudley G. McConnell,
Director , Sc ienti fic and Technical Inform ation Office.

Exhibit  19 *
Separation Report

April 6, 1973.
1. Employee’s Nam e: Reecer, Robert L.
2. Posit ion Tit le and  Gra de:  Inform atio n Systems Computer Speciali st.
3. Organization al Loca tion:  Scientific and Techn ical Inform atio n Office, Sys

tems Development Division.
4. Reason for  leaving: To avoid NASA RIF ’s, Dis sati sfac tion  with NASA 

Management.
5. Length of Service with  thi s Agency: 10 years,  9 months.
6. Are you leaving to accept other employment? Yes.
(I f yes) : With Government, Lib rary of Congress.
7. At what g rade  or  salary? GS-14.
8. Do you recommend NASA Headq uar ters as a desirable  place to work?  No.
9. Why? Employees I know personally  are not given sufficient opportunity  to 

perfo rm jobs assigned as they see fit.
10. Com men ts: ALL employees I work with  whom I knew well enough to 

discuss  personal topics with  are seeking employment elsewhere,  ie outs ide the 
Scientific and  Techn ical Info rma tion  Office. Many secr etar ies have lef t this of
fice recently. However , the  only reason secreta ries  have  lef t ra ther  tha n profes
siona l employees is  because  of the  difficulty of the  profes siona ls finding o ther jobs.
Something  should be done about  the widespread job diss atis fact ion in this office.
It  is not  a NASA HQ situation. There ar e a few disg runt led employees but  a 
situation where almost all  employees are ex tremely d issatisfied.

Exhibit 20

Headquarter Permanent Personnel Data »
Col. L. W. Vogel,

Director, H eadquarte rs A dminis tration  Office.
There were  77 retir eme nts in Jun e 1973. Of these, 59 or 77 perc ent were in 

grades GS-13 and above. (Figures 1 and 2) «
Personnel on board July 1, 1973, tota led  1,570 necessi tating a reduction  of 43 

to meet the current end of FY 74 ceiling of 1,527. Up to 200 cur ren t positions may 
have to be abolished to reduce the  FY 73 1,682 assigned ceiling posi tions  and 
accommodate increase d possible staffing requ irem ents  in Codes A, B, E, K, and 
J. (Fig ures 3 and 4)

Many promotions were deferred  in the  l at te r pa rt  of FY  73 to meet budgeta ry 
controls. These defe rred  promotions were effective July 8, 1973, and were fai rly 
well dis trib uted by office and grade. (Most promot ions up to the  GS-6 level 
were authoriz ed in FY 73.) Of th e 67 deferre d promotions , 51 o r 76 percent were
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women and  9 or 13.4 percent were members of rac ial  minority  groups. (F ig
ures  5 and 6)

At the ini tia tion of the  “personnel grade-po int” procedure in April 1972 to 
reduce average  GS grade, the  Headq uar ters average grade was 11.32. It  is now 
11.05 (11.047) and no signif icant problem is ant icip ated to meet the  0MB end 
of FY 74 tar ge t of 11.18. The first big drop came in Jun e 1972 with  52 sep ara 
tions and  24 hires of clerical personnel at  the  GS-2/3  ent ry level. Ano ther  big 
drop, of course, occurred this p ast  June . (Figure 7)

Projected sep ara tion s and  hire s dur ing  FY 74 are shown in Fig ure  8. Grade 
points shown are  pre liminary estimates and  will be revised base d on decisions 
reached pursuant  to discuss ions Mr. Moritz will be conducting with  office heads 
on FY 74 office ceil ings and staffing. An ini tia l allocation of 150 points for  promo
tion purposes has been made to permit some personnel operations  without specia l 
controls pending ceiling and  staffing decisions.

F igure 5

* 1

HEADQUARTERS 7 /8 /7 3  PROMOTION S
OFFICE G.S GRADE PROMOTED TO

2 3 4 5 6 7 , G f 9 , 1 0 11 12 ,13 14 ,15 JO T.
ADMINISTRATOR 1 ' 1 3 . 1 5
COMPTROLLER i l. 2 ‘ 2 e
00 0 I INTERAGENCY AFF AIR S " 1 -
EQUAL OPPORTUNITY PROGRAMS - h i  * -
GENERAL COUN SEL 1 : J  ; i
INDUSTRY AFF AIR S ( T E C H  UTIL 1 1 1 • i 3
INTERNATIONAL AFFAIRS i ! ; i

,— —
i I -

LEGISLATIVE AFFAIRS I 1 3
POLICY  I UNIVERS ITY AFFAIRS !’ 1
PUBLIC AFFAIRS 1 l 1 1 4



F igure 6

HEADQUARTERS 7 /8 /7 3  PROMOTION S (Co ntd)
GS  GRADE PROMOTED TOOFFICE

ORGANIZATION I  MANAGEMENT 
Off ice

2 3 4 5 6 I

Headquarters Administration
Inspections 1
Management Audit
Management Planning: j
Management Systems 1
Procurement 1
Sa fe ty  I R & QA 1

INSTITUTIONAL MANAGEMENT ■ -4  —1
AERONAUTICS I SPACE TECH 4  1
APPLICATIONS
MANNED SPACE FLIGHT i
SPACE SCIENCE I
TRACKING I OATA ACQUISITION

TOTAL
1 2 3 3

10 11 12 13,1 4 15 ^JOT

! ! 1

■*' ~“f —
i ’ . i 1 
i ! -
| i ; 1  

s
1 

10 
4
2

1
2

—
1

z -  ‘

5

1

16

2

5 7 4 3 67

F igure 7
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F igure 8

HEADQUARTERS
FY 74  PERSONNEL OPERATIONS

0N-80AR0 7 1 73 ---------------  1570
ESTIMATED SEPARATIONS---------- 160

ESTIMATED HIRES----------------- 117
CEILING 6 30 74 ---------------- 1 527

GS  GR AD E P O IN T S  AV ER AG E GRADE

7 1 73_______________ 15.49(7---------------------- 10 994
PROMOTIONS EFFECTIVE 7 I  73---- 78  11 047

ESTIMATEO SEPARATIONS____ 1 343

ESTIMATEO HIRES----------------724

PROMOTION ALLOWANCE-----------300

6 30 74 ______________ 15 249 _____________ 11 1797

E xh ibit  21

F. 16 -P O IN T PROGRAM FOR 8P A N I8 H -8 U R N A M E D
Action item

1. Develop and implement an  actio n plan which provides guidelines, crit eria, 
goals and  timetab les for the  16-Point Pro gram for  Spanish-Sumamed. 
Responsibil ity

Dire ctor  of Personne l an d EEO Officer.
Target date

Jun e 30, 1973.
Progress and sta tus

Form al plan was not  accomplished . Basic  plan was formulated by 1&-Point 
Coordina tor with  collaboration of the  EEO Officer and  implemented. As a resu lt, 
four Spanish-sum amed minorities were placed in the  Cooperative  Educatio n 
Program and  Span ish-sumamed permanen t employees increased  one-thi rd.

G. FEDERAL WOM EN ’S PROGRAM
Action ite m

1. The Headquarters ’ goal will be to  place  a t l eas t two women with  engineering 
or scientific  degrees in AST or techn ical management positions.
Responsibil ity

Officials-in-Charge of Headq uar ters Offices in conjunction with the  Office of 
Personnel.
Targe t date

Dec emb er 1973.

44 -3 7 7  0 - 7 5 - 8



Progress and status
This  goal was not met because rec ruitment effor t was unsuccessfu l in reaching qualified  women. One position offer was made to a scient ist but  she  declined appointment since he r husband went overseas. Ano ther  offer would have been made  if  th e woman could have been reached on the  registe r.

Action item
2. The Headq uar ters ’ goal will be to place  at  l east two women in administ ra- tive /pro fessional  positions.

Responsibil ity
Officials-in-Charge of Headq uar ters Offices in conjunct ion with  the  Office of Personnel.

Target date
December 1973.

Exhibit 22

FEMALE PER MANENT EMPLOYEES BY GRADE RANGE AND LEVEL WITH PERCENT OF TO TA L. FEB. 28, 1973

Wage system 
GS-1  
GS7/ 
G S -1 3 /1 6 .. . 
A D /E X /S T ..  

Tota l

Percent of
Tota l Women women

1,9 04 23 1.2
3,5 58 2,97 8 83. 7

10 ,446 1,3 00 12 .4
10,85 7 115 1.1

372 3 .1

27 ,137 4,41 9 16 .3

Note:  No GS-16  women.

Mr. Edwards. Than k you very much, Ms. DiMaggio.
Since there have been several allegations of intimidation, I—and 

while the Chair  does not intend to be judging on the allegations—I 
think it would be appropr iate  to insert  in the record, without objec
tion, at this point, title 18, section 1505 of the United  States Code, 
with regard to the obstruction of proceedings before departments, 
agencies, and committees.

[The information referred to follows:]
18 U.S.C.A. § 1505. Obst ruct ion of proceedings before departm ents , agencies, and committees

Whoever corru ptly , or by th reats or force, or by any threat ening le tte r or communication, endeavors to influence, intimidate, or impede any witness in any proceed ing pending before  any departm ent  o r agency of the  United  States , or in connect ion with  any inquiry or investiga tion being had by either House, or any joint  committee of the Congress ; or
Whoever inju res  any par ty or witness in his person or property  on account of his attending or having attend ed such proceeding, inquiry, or investigat ion, or on account of h is testi fying or having testified  to any matt er  pending th er ei n; or
Whoever, with int ent to avoid, preven t, or obs truc t compliance in whole or in pa rt with  any civil investig ative  demand duly and properly made und er the An tit rust Civil Process  Act or section 1968 of thi s tit le  willfully removes from any place, conceals, destroys, mutila tes,  alte rs, or by oth er means falsifies any documenta ry m aterial  which  is th e subjec t of such d em and; or
Whoever corruptly,  or by th reats or force, or by any threat ening le tte r or communication influences, obstructs, or impedes or endeavors to influence, obstru ct, or impede the due and proper  administra tion of the law under which such proceeding is being had before such departm ent  or agency of the  United State s, or the due and proper exercise of the power of inquiry under which such inqui ry or investiga tion is being had by eith er House, or any committee of eith er House or any jo int  committee of the  Congress—
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Shall be fined not more than  $5,000 or imprisoned not more tha n five y ears , 
or both.
As amended Oct. 15,1970, Pub.L. 91-452, Titl e IX, § 903, 84 Stat.  947.

Mr. Edwards. Our next witness is Mr. Carlos Garza, Equal E mploy
ment Oppportunity  Officer, NASA Flight  Research Center, Edwards, 
Calif.

Ms. DiMaggio, if you will just please remain there, because we will 
have some questions for you.

Mr. Garza, we welcome you.
You may proceed.

TESTIMONY OF CARLOS R. GARZA, CH IE F COUNSEL AND EQUAL
EMPLOYMENT OPP ORTUNIT Y OFF ICE R, NASA FL IG HT  RE
SEAR CH CEN TER , EDW ARDS, CAL IF.

Mr. Garza. Thank you, Mr. Chairman.
Members of the subcommittee, I  appreciate the opportuni ty to dis

cuss with you, as requested, my experiences as a NASA employee, as 
a former contract  compliance officer at the Johnson Space Center, 
and as an equal employment officer at Fli ght Research Center.

I came to work as a NASA employee in early 1966 when I was hired 
as an attorney-advisor in the office of the Chief Counsel at the John
son Space Center. Previously, I had worked as an Assistan t Dist rict 
Counsel for the U.S. Army Engineer Distr ict in Galveston, Tex.

The work at NASA was very different from the environment to 
which I  was accustomed with the Corps of Engineers. It  was excit
ing, dynamic, and novel. NASA was doing things tha t had not been 
done before, not just in space but in every field th at supported the 
space program, and most of these efforts included novel and complex 
legal problems that presented in terest ing challenges to the individuals 
involved. The attitu de of the participants was highly optimistic, very 
positive, and results-oriented.

An aura of “can do” permeated the entire environment. The s tand
ing directive was to isolate and pinpoint any problems and find a 
way to help the client achieve his end objective. Few things appeared 
impossible of achievement. This was my feeling when I came into 
the NASA organization and to a large extent continues to prevail.

As an individual, I have been trea ted with respect and have enjoyed 
excellent working relations  with other NASA employees. As in any 
organization , I have met other NASA employees whose individual 
opinions differed from mine on problems dealing with human rela
tions, but none of these disagreements, in my opinion, reflect agency 
policy.

I have been a part  of the NASA EEO program since i ts inception 
and I am aware of some of the problems and difficulties encountered 
in implementing a successful program. As an involved and interested  
NASA employee, I will continue to work towards successful imple
mentation of this program and towards  resolution of any problems.

I was persuaded in late 1970 to leave my position as an attorney- 
advisor and to take the job of establishing the contract  compliance 
and m inority  business enterprise program at the Johnson Space Cen
ter. I was fully aware at the time of the many potent ial difficulties 
which could be expected in  atte mpting to implement a social program
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of this type in an environment that was not people oriented but was instead technical achievement oriented.
In spite of the problems encountered at the inception, the NASA contract compliance and minority  business enterprise  program appeared headed toward successful implementation. The contract compliance and minority business enterpr ise program at the Johnson Space Center also progressed well during  the first year. As in any program, continuing efforts were made to identify problems, to isolate specific weaknesses, and to resolve or correct these and any other deficiencies.
The small staff at Johnson Space Center, three specialists and one secretary, was comprised of dedicated, highly motivated individuals who spent many hours of thei r own time working in the community with minority organizations, helping  establish them or strengthening those al ready in existence. At Johnson Space Center, we were able to achieve strong support, at tha t time, from the minority organizations in the Houston area. Most problems were confronted and solved.However, there were some which caused difficulties not possible of immediate solution. The NASA Headquarte rs Compliance P rogram Office, which had programmatic supervision over Center compliance specialists, preached aggressiveness in implementing the compliance program. Center management, which had overall responsibility and direct administrative supervision over Center compliance specialists, was more conservative and inclined to  take the pa th of least resistance, thus allowing a continuance of the  many time-oriented space procurement activities. An aggressive compliance specialist at the Center level was viewed with alarm and met numerous obstacles in a ttempting to achieve the programmatic objectives sought from him by the NASA Headquarters compliance program office.
This conflict seemed to create an atmosphere which at times was viewed by some managers as an “us and them” situation and, on many occasions, d istru st and suspicion was directed towards  the compliance office. It  affected the  work product of the compliance specialists and was evident in the work progress during the second year. In  my parti cular  case, this  situation caused many discussions and conversations with my immediate supervisor.
As a result of this atmosphere, and because I fe lt tha t I was no longer contributing positively to the program or towards advancement of  my own personal career,  I  sought employment elsewhere. I  was fortunate  to be considered for several positions, and in December of 1972 I accepted the position of Chief Counsel and EEO Officer a t the NASA Flight  Research Center in Edwards, Calif.
My experiences in the NASA E EO program, to th at point , had been chiefly with contract compliance and while I had, to some extent, been involved with the principles of the in-house EE O programs, I  was not closely familiar  with them. Over the last 14 months, I have come to appreciate the many obstacles and problems which are presented to NASA managers, EEO  officers, and Personnel officers in the implementation of an effective Affirmative Action program. Even with the best of intentions and strongest of motivations, the impediments encountered in implementing an effective Affirmative Action program are numerous and difficult of overcoming.
At Flight Research Center, we are asked to establish programs, AAP, 16 point, and Federal woman, to set goals and timetables, to
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recruit and h ire wi th emphasis toward  including females and minori
ties, to  implement procedures to prevent and redress discrimination, 
and to do all of this without violat ing any of the existing civil 
service regulations on merit, veteran’s preference, and testing. This, 
when coupled with restrictions on average grade and complement 
ceilings, adds up to very difficult recisions by managers.

It  is not unexpected that  in many instances the ultimate decision will 
take a course tha t optimizes total advantages to Flig ht Research 
Center and forgoes advancements in the EEO  programs.

What does this mean to the EEO  programs at FRC? In the FRC  
affirmative action plan for calendar  year 1974 being submitted this 
week to the Civil Service Commission, FR C reports  t ha t durin g the 
period Jan uary 1, 1973, through October 31, 1973, five professional 
positions were filled from outside hires and of these five, none were 
minorities and one was a nonminority female. F ifteen nonprofessional 
positions were filled from outside hires and of these, 2 were black, 
1 was Spanish surnamed, and 12 were nonminority females. One black 
resigned weeks after being hired.

There were 11 merit  promotion actions in the professional ranks. 
Of these, one was Spanish  surnamed and two were nonminori ty 
females. In the nonprofessional ranks, there were 10 merit promotion 
actions. Of these, one was a black female and seven were nonminority 
females.

In each of the 20 outside hires, the FRC Personnel Office requested 
civil service regis ters for the appropria te job categories. In the pro
fessional registers, FRC  found nonminority male veterans, 5 and 10 
point preferences, and nonminority male nonveterans in the  top  three  
positions. The nonminority female professional  hired was a coopera
tive education program student and was converted to a permanent 
status without having to be certified through the CSC register.

In  the nonprofessional categories, all three minorities hired were 
outside the civil service registers. One was a reinstatement eligible and 
two were hired under the Vietnam veterans readjustment law. In 
the remaining 12 positions, only 1 minority female appeared on the 
top 3 candidates  from the civil service registers, and she was not 
selected.

As is apparent from these figures, a minority  or female candidate 
has not once been hired from the civil service professional registers, 
and not one minority candidate has been hired from the nonprofes
sional civil service registers. Our only successful efforts have been 
outside the civil service registers.

What does this mean ?
At Flight Research Center, the civil service system for assisting 

agencies in hiring and placing emplovees in the Federa l work force 
fails to produce minority and female candidates within reachable 
limits.

Why not?
The reasons range  from merit, to  veteran’s preference, to test ing im 

pediments. And they also encompass the living  conditions in the Mo
jave Desert, the  drivin g distance from work to the nearest residential 
community of reasonable size—35 miles—and the lack of community 
activity  in advancing the plight of the minorities  and females.
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As is apparent from the statements  above, increasing representa
tion o f minorities and females in underutilized job categories is a di f
ficult undertaking. And to do th is in an atmosphere that  specifically 
forbids special or compensatory considerations simply compounds the 
difficulties.

What can FRC  do about this?  We will continue our efforts with 
emphasis in those areas where FRC  has been successful; tha t is, the  
cooperative education programs and the stay-in-school programs.

From my own personal po int of view, I would welcome clarification 
of the inten t of the Affirmative Action program. Is this  a program 
intended to eliminate the effects of past discriminatory practices which 
will give minorities and females an opportunity  to  catch up, thereby, 
of necessity, implying special considerations and procedures, or is i t 
merely a program to avoid present and future discrimina tion, thus 
forbidding special considerations and procedures to anyone ?

Mr. Chairman, this  concludes my statement.
[The  prepared statement of Mr. Garza follows:]

Statement of Carlos Garza

Mr. Chairm an a nd Members of the Subcommittee: I app reci ate the  oppor tunity to discuss with  you, as requested, my experience as  a NASA employee, as a form er Contract  Compliance Officer at  the Johnson Space Center, and a s an Equal Employment  Officer at  Elight  Research Center.

AS  A N ASA  EMP LOY EE

I came to work as a NASA employee in early  1966 when I was hired as an attorney -adv isor  in the Office of the  Chief Counsel at  the Johnson Space Center. Previously,  I had  worked as an Assist ant  Distr ict  Counsel for  the  U.S. Army Eng ineer Distr ict  in Galveston, Texas . The work at  NASA was very different from the  environment to which I was accustomed with  the Corps of Engineers. It  wTas exciting, dynamic, and  novel. NASA was doing things th at  had not been done before, not ju st  in space b ut in every held that  supported the  space  program, and most of these efforts  included novel and complex legal problems th at  presented intere stin g challenges to the  individuals involved. The at tit ud e of the particip an ts was highly optim istic, very positive,  and  results-oriented. An aura  of “can do” permeated  the  ent ire environment. The standing directive  was to isolate and  pinpoint any  problems and  find a way to help the  client achieve his end-objective. Few things appe ared  impossible of achievement. This was my feeling when I came into the  NASA organization and  to a larg e extent  continues to preva il.
As an individual I have  been tre ate d with  respec t and have  enjoyed  excellent 

working rela tion s with  other NASA employees. As in any organizatio n, I ’ve 
met other NASA employees whose individual opinions differed from mine on problems deal ing with human relat ions , but  none of these disagreements, in my opinion, reflect Agency policy.

I have been a pa rt of the  NASA EEO program since its  incept ion and I am aware  of some of the problems and difficulties encountered in implementing  a successful program. As an involved and inte rest ed NASA employee, I will con
tinu e to work towards successful implemen tation of thi s prog ram and  towards resolution  of any problems.

AS  A FORMER CONTRACT CO MP LIA NCE OFFICER AT JO H NSO N  SPAC E CENTER

I was persuaded in late 1970 to leave my position as an atto rney -adv isor  
and to tak e the job of estab lishing the  con trac t compliance and minority busi
ness enterprise  program at  the John son Space Center. I was fully awa re at  the time of the  many potentia l difficulties which could be expected in atte mpting  to implement a social program of thi s type in an envi ronment that  was not 
“people orie nted” but was instead  “technical -achievement  oriented.” In spite of the problems encountered at  the inception, the NASA con trac t compliance and 
minority business enterprise  programs  appeared  headed tow ard  successfu l im-
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plementation. The con trac t compliance and  minority business enterprise  pro
gram at  the  Johnson Space Cente r also progressed well during the  first  yea r 
(1971). As in any program, cont inuing effor ts were made to identify problems, 
to isola te specific weaknesses, and to resolve or correct these and  any othe r 
deficiencies.

The small staff at  Johnson Space Cente r (three  spec ialis ts and  one s ecreta ry)  
was comprised of dedicated, highly  mot ivate d individuals who spent many 
hours of the ir own time working in the community with  minority orga niza 
tions, helping establish  them or strengthen ing those  alre ady  in existence . At 
Johnson Space Center, we were able to achieve strong support, a t that  time, 
from the minority organiza tions in the Hous ton area . Most problems were 
confronted and  solved, however, the re were some which caused difficulties not 
possible of immediate solution. The NASA Headq uar ters compliance program 
office, which had  prog rammat ic superv ision  over Cente r compliance specia lists, 
preached aggressiveness in implementing  the  compliance program. Center man
agement , which had overall responsibili ty and direct adm inistrative supervision  
over Center  compliance specia lists, was more conse rvative and inclined to take 
the path  of least resis tance , thus allowing a cont inuance of the  many time- 
orien ted space procurement activ ities . An aggressive compliance spec ialis t at  
the Cente r level was viewed with  ala rm and met numerous obstacles in att em pt
ing to achieve  the prog rammat ic objectives sought from him by the NASA 
Headq uar ters compliance program office. This  conflict seemed to create  an 
atmosphere which at  times was viewed by some managers as an “us and  them ” 
situatio n and, on many occasions, distr us t and suspicion  was direc ted towards  
the  compliance office. It  affected the work prod uct of the compliance spec ialis ts 
and  was evident in the work progress dur ing  the  second yea r (1972). In my 
pa rticu lar  case, this  situ ation caused  many discuss ions and conversat ions with  
my immediate supervisor.  As a result  of this atmosphere, and because  I fe lt 
that  I was no longer con tributing positively to the program or towards advance
ment  of my own personal career, I sought employment  elsewhere. I was fortu na te 
to be considered for several  positions and in December of 1972, I accepted the  
position of Chief Counsel and EEO Officer a t the  NASA F light Rese arch  Cente r 
in Edwards , California .

AS AN EQUAL EMPLO YM ENT OFFICER AT FL IGHT  RESE ARCH CENTE R

My exper iences  in the  NASA EEO program, to th at  point, had been chiefly 
with  con trac t compliance and while I had, to some extent, been involved with  
the princip les of the in-house EEO programs, I was not closely fam ilia r with  
them. Over the las t 14 months I have come to appreci ate the many obstacles 
and problems which are  presented to NASA managers, EEO officers, and  Per
sonnel officers in the implementation  of an effective Affirmative Action program. 
Even with  the  best of intentions and strongest of motivations , the  impediments 
encountered in implementing an effective Affirmative Action program are  num er
ous and difficult of overcoming. At Flight Research Center, we are  asked to 
estab lish programs (AAP, 16-Point and Federal  Woman), to set goals and time
tables, to rec rui t and hir e with emphasis tow ard s including females and minor 
ities, to implement procedures to prevent and  redress disc riminatio n, and  to do 
all of this  withou t violating  any of the  existing Civil Service regu lations  on 
merit , ve ter an’s prefe rence and testin g. This, when coupled with res tric tion s on 
average grad e and  complement ceilings, add s up to very difficult decisions by 
managers.

It  is not unexpected th at  in many insta nces  the  ult imate  decision will take 
a course th at  optimizes total advanta ges  to Fli ght Research Center and  foregoes 
advancements in  the EEO programs.

Wh at does thi s mean to the EEO programs  at  FRC? In the  FRC Affirmative 
Action Plan for  CY 74 being subm itted  thi s week to the Civil Service Com
mission, FRC repo rts that  d urin g the  period January 1, 1973, through October 31, 
1973, five (5) professional positions were filled from outs ide hires and  of these  
five, none were minorit ies and  one (1) was a non-minority female. Fif teen (15) 
non-professional positions were filled from outs ide hires and of these, two were 
black, one was Spanish-sumam ed, and twelve  (12) were non-minority females. 
One black resigned weeks af te r being hired . There were eleven (11) merit 
promotion actions in the  profess ional  ranks. Of these , one w as Spanish- sumamed 
and two were non-minority females. In the non-professional ranks, the re were 
the (10) merit promot ion actions. Of these , one (1) was a black female and
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seven (7) were non-minority females . In each of the  twen ty (20) outside  hires,  
the  FRC personnel office requested  Civil Service regi sters for  the appropriate 
job categories. In the  professional regis ters, FRC found non-minority  male vetera ns (5 and 10-point preferences)  and non-veterans in the  top three positions.
The non-minority female  profess ional  h ired was a  coopera tive education program 
studen t and was conver ted to a perm anen t sta tus  with out  having to be cer tified thro ugh  the  CSC regis ter. In the  non-professional catego ries, all three minor
itie s hire d were outs ide the Civil Service regis ters. One was  a rein stat ement  
eligible  and two were hired under the Vietnam Vete rans Readjustment law.
In the  remaining twelve positions, only one (1) minority  fema le appeared  on 
the  top thr ee  (3) candidates  from the  Civil Service reg iste rs and  she was not 
selected. As is app arent from these figures, a minor ity or female candidate has not once been hired from the Civil Service professional  regis ters,  and not one 
minority  cand idate has  been hired from the  non-professiona l Civil Service 
registers . Our only successful e fforts  have been o utside  the Civil Service registers.

Wh at does this mean?  At Fli ght Resea rch Center, the  Civil Service system 
for ass isting agencies in hiring and  placing  employees in the  fede ral workforce  
fai ls to produce mino rity and female cand idate s with in reachable limits. Why 
not?  The reasons range from mer it, to vet era n’s preference, to test ing impedi- •ments.  And they also encompass the  living  conditions in the  Mojave Desert,  the  
driv ing distance  from work to the  nea res t residen tial  community of reasonable 
size (35 miles)  and the lack of community activ ity in adva ncing the  plight  of 
the  minori ties  and females.

As is appar ent  from the  sta tem ents above, increasing represe ntat ion of mi- *nor ities and females in underut ilized job catego ries is a difficult unde rtaking.
And to do this in an atmosphere th at  specifically forbids special or compensato ry considerat ions simply compounds the difficulties. Wh at can FRC do 
abou t this? We will continue our  effor ts with emphas is in those areas where  FRC has  been successful, i.e., the cooperative  educa tion programs and the stay- 
in-school programs. From  my own personal point of view, I would welcome 
clarification of the  int en t of the  Affirmative Action program. Is thi s a program 
intended to eliminate  the effects of past disc riminatory prac tices which will give 
minorities and females an opportunity  to “catch  up” thereby, of necessity, implying special considerat ions,  and procedures, or is it merely a program to avoid 
presen t and  future  disc riminatio n, thu s forbidding special cons idera tions  and procedures  to anyone?

Mr. Chairman, this  concludes my statement.
Mr. Edwards. Thank  you very much, Mr. Garza.
If  you would not mind remaining  there, we would like to hear now 

from Mr. Vincent Oliver, Deputy Personnel Officer at the Drug E n
forcement Administration, and Mr. Spann Watson. Mr. Watson is an 
Air Traffic Control Specialist with the FAA.

The Chair understands that both of these Federal  employees un
successfully sought employment at NASA.

Mr. Oliver, you may proceed.

TESTIMONY OF VINCENT T. OLIVER, DEPUTY PERSONNEL DIREC
TOR, DRUG ENFORCEMENT ADMINISTRATION, U.S. DEPARTMENT
OF JUSTICE «
Mr. Oliver. My name is Vincent T. Oliver, and I am th e Deputy 

Personnel Director at the Drug Enforcement Administra tion in the 
U.S. Department o f Justice. •

I would like to thank you, Mr. Chairman, for the invita tion to in
form the subcommittee of my background and experience in seeking 
employment a t NASA.

Since Januar y of 1967,1 have held personnel management positions 
in the Navy Finance Center, Department of Defense; the Public 
Health  Service, the Office of the Secretary and the Health Services 
and Mental Heal th Administra tion of the Department of Health ,
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Education, and Welfare; the Office o f the Secretary  of the Dep art
ment of Labor, and for the past 2^4 years in the Drug Enforcement 
Administration, as previously stated.

I have worked as both a personnel specialist and a personnel gener
alist in four branches of the Federal Executive Career Service and 
have spent considerable time in all of the Federa l personnel disci
plines, including position and pay management, staffing and place
ment, employee management relations, and employee development and 
training. In addition, I served as the Deputy Equal Employment Op
portunity Officer in the Office of the Secretary, DHE W, from 1969 to 
1970, during which time I wrote an agency EEO  affirmative action 
plan and was responsible for invest igating and preparing EEO 
complaints.

I hold the master’s degree from Kent State Universi ty in counsel
ing and guidance and a bachelor’s degree from Central State  College

• as a magna cum laude graduate. I am the recipient of the  Drug En 
forcement Administration’s highest management award for exem
plary  managerial achievement above and beyond the call of duty and 
am a member of the National Association of Minority Employees.

* I am also the author and publisher of a handbook on “Upward 
Mobility Under the General Schedule,” expressly written to point out  
to Federal agencies the cause of and the many available solutions to 
the problem of racial discrimination in Federal  employment which is 
maintained throughout the Federal Government through systematized 
covert practices having the ir genesis in the a ttitudes of whites toward  
blacks as described in the 1968 Report  of  the National Advisory Com
mission on Civil Diso rders: “Certain fundamental matters are clear. 
Of these, the most fundamental is the racial attitude and behavior of 
white Americans toward black Americans.

“Race prejudice has shaped our history decisively; i t now threatens 
to affect our futu re.”

I might add tha t the futu re the Commission referred  to in 1968 is 
now.

A copy of the handbook is respec tfully submitted for the record as 
Exh ibit  No. 1.

Of my public service career in the field of personnel, 5 years was 
spent with the Ohio State  Employment Service from which I was 
fired in 1969 because I am black, af ter scoring first on the civil service 
register as an employment service representative. In addition, I served 
as an advisor to the Secretary of Labor’s EEO  Task Force in 1971 and 
am currently a consultant to the District of Columbia area office of 
the NAACP legal defense fund on the technical aspects of  Federal

* personnel procedures as they are used both overtly and covertly to 
discriminate agains t minorities and women throughout the Federa l 
service.

In my best professional judgment, NASA is, and always has been,
• a discriminatory Federa l employer, in violation of Executive Order 

11478, the Civil Service Commission EE O regulations as described in 
chapter 713 of the  Federal  Personnel Manual and the 1972 EEO  Act, 
a revision under t itle VII of the 1964 Civil Rights Act.

This assertion is confirmed by the fact th at the  overwhelming majo r
ity of minorities and women are now and always have been at the 
lower grade levels in NASA, as indicated by N ASA’s own statistics,
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and that minorities and women occupy higher  graded  positions in 
NASA on only a token basis. This assertion is fur ther confirmed by 
the fact tha t NASA, like the Drug  Enforcement  Administration  and 
other discriminatory Federal  agencies, offers excuse af ter  excuse year 
afte r year for  its discriminatory  outcomes, including, we are committed 
deeply to  the  pr inciples of equal employment op portunity; we firmly 
intended to  do better next yea r; and minorities  and women are neither 
available, interested in, or qualified to participate as full professionals 
in NASA’s space program because somehow science and technology 
at NASA is much too complex for people the color of Benjamin Ban- 
neker, Charles Drew, George Washing ton Carver, and for people 
the same sex as Madame Curie, Margaret Mitchell, and Dixy Ray.

The assertion tha t NASA is a discrimina tory employer is clearly 
confirmed by the fact tha t its Administra tor chose to fire a highly 
qualified black EEO  Director fo r doing an outstanding job in the area 
of equal employment opportunity , while on the other hand, the Ad- *
mini strator has never chosen to fire any white NASA management 
official for doing an unsatisfactory job in the same area, although he 
has complete authority to discipline any NASA employee who fails to 
carry out EEO  responsibilities under the provisions of Executive *
Order 11478. By firing Ruth Bates Harris, the Administra tor of 
NASA has, in essence, announced his approval to continue discrimina t
ing to the entire  NASA organization and all of its people.

Certainly, if NASA were not a discriminatory employer, there would 
be no reason for a hearing today before this distinguished congres
sional body to examine NASA’s EEO  efforts, past, present, and fu
ture, precip itated by Ms. Ha rris’ dismissal. In my judgment, based 
upon 13 years of b lack experience in Government personnel manage
ment, Ms. Harris  was fired by NASA for precisely the same reason 
tha t I and others are not hired by NASA—we are black.

This part icular assertion may be open to considerable debate by 
virtue  of the fact tha t Ms. H arr is is also female. There is no doubt in 
my mind, however, tha t justice carried  to its proper conclusion will 
ultimately bear out  the assertion th at NASA has and does discriminate 
both racially and sexually and is conducting it s public business with 
public funds in b latant violation of the public law.

So much, Mr. Chairman, for background.
My next purpose in appearing at your invita tion is to inform the 

subcommittee, as requested, of my experience in seeking employment 
at NASA.

I applied  for personnel positions in NASA on several different oc
casions. You, of course, must draw your own conclusions, but it is my 
considered opinion, based upon my experience in seeking employ
ment with NASA, tha t contrary to the  agency’s claim tha t i t is doing 
its best to hire  minorities and that its future  intentions a re to improve 
its minority hirin g practices, in fact NASA plays the consideration 
game with highly qualified minor ity candidates  with no sincere in
tention to hire.

My first experience with N ASA was in May of 1968.1 applied for a 
GS-9 personnel staffing specialist position at NASA here in Wash
ington. I was fully qualified. I was already a GS-9 staffing specialist 
at the time, my performance  had been rated as outstanding by my 
then curren t employer, I  was willing to accept a lateral trans fer, and
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I was cordially interviewed by the selection official. I was not selected, 
however, fo r the position. A t the  time, there were no blacks employed 
in the NASA personnel office to which I applied. The staff was all 
white.

My second experience with NASA was some years later, in June of 
1972. By this time, afte r confrontation a fter  confrontation with racial 
discrimination a t each point in my quest for career development in the 
Federal service, I  had become a GS-14 branch chief and had received 
outstanding performance ratings in four separate Federal agencies.

I applied for the position of personnel officer at  the NASA Ames 
Research Center in San Francisco, Calif. It  was my understanding 
tha t NASA was seriously interested in minority candidates  for this 
position because the Center was experiencing serious discrimination 
and labor problems. A copy of my application, as submitted, is in
cluded for the record as Exhibi t 2.

I was interviewed for  the position on June 15,1972, at NASA Head
quarte rs here in Washington by Mr. Glenn Goodwin, the Ames’ Direc
tor of Astronautics. So inept, insulting , prejudiced and unkempt was 
the interviewer tha t it was gla ringly  obvious tha t a black would not 
be selected for the Ames’ personnel officer position, since the  Center 
management sent a representative of Mr. Goodwin’s caliber to conduct  
an interview for a personnel officer position. Clearly, NASA was play
ing the minority consideration game.

On June 16, therefore, by a le tter to Dr. Hans  Mark, Director of the 
Center, I described the  insulting racist implications of the interview 
and withdrew my name from consideration. A copy of the letter to 
Dr. Mark is inc luded for the record as E xhib it 3, along with his re
sponse indica ting that I was highly  qualified for the position. Of 
course, the candidate finally selected was white and had been the Cen
ter ’s EEO officer with limited background in Federa l personnel 
management.

My thi rd experience with NASA occurred in September of 1972, at 
which time I  applied for the NASA headquarters’ director of person
nel. Outside candidates were invited to  apply. A copy of the executive 
position vacancy announcement, dated September 15, 1972, is sub
mitted for the record as Exhib it 4.

Ms. Harris  had not yet been fired by Administ rator  Fletcher at 
this point and was actively carry ing out her EEO responsibilities by 
recru iting as many minority  candidates  for the position as possible.

Mr. Chairman, NASA, like all other discriminatory Federal agen
cies, invariab ly claims tha t minorities and women are not hired  for 
senior managerial  and scientific positions because such qualified can
didates are not available. EEO officers are commonly chided by man
agement to find qualified m inority and female candidates. Of course, 
when such candidates are found and apply, they are not selected, and 
when such candidates are not recruited by the EEO officer, manage
ment then says, I  told you so. The irony in this is tha t minority re
cruiting is a prim ary responsibility of the personnel officer, not the 
EEO officer.

I wrote to Ms. Harris  on August 25, 1972, regarding the opening 
and sent he r a copy of my application. In  the letter, I explained my 
experience with Ames and made it clear that I was interested in ap ply
ing only i f minority candidates  would have an equal opportunity  to be 
selected. A copy of th at letter  is submitted for the record as exhibit 5.
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Ms. H ar ri s respon ded  as fo llo ws:
September IS, 1972. Dear Mr. Oliver, Than k you for  your  le tte r of August 25, 

1972, in which you enclosed an appl ication for  the  Personnel Officer position. I 
am fully aware  of your position rela ting  to the  Ames Research  Center opening 
and am most empathetic to the concerns and aspi rations  you express.

My m ain motivation in coming to NASA is to achieve t he goals you so poignantly 
art icu lat ed  in your  letter. And I must admit, however, that  NASA has  a long, 
long journey ahead .

I have referred your  application to the Assist ant  Adminis trat or for Adminis
tra tion. I am shar ing  it with other top officials for considera tion.

Your continuing inte res t in NASA is encourag ing, and I hope one day all 
doubts  will be erased a s to whe ther  or not NASA merits this  in tere st.

A copy of he r response  is subm itted  fo r the record  as exhib it 6.
Ag ain , I was graciously interv iew ed fo r the pos itio n by a pan el of 

several  NA SA  sen ior ma nageme nt officials all  of  whom were  whi te. 
A ft er  an othe r cand ida te was selected , I  received a le tte r of nonselec
tion fro m M r. Boy d C. M yers I I , De pu ty  A ssist an t Adm in is tra to r for 
Ad minist ra tio n.  A copy  of  the  le tter  is subm itted  fo r the  record  as 
exhib it 7.

Sub sequen tly,  I  appli ed  a fo ur th  tim e fo r a per son nel  pos itio n as 
chief of  person nel  prog ram evalu ati on  in NA SA , was inte rviewed  
twic e fo r t he  posit ions, and to da te hav e h ea rd  nothing  fur th er .

On a fif th occasion, I rece ived a call  fro m Go dd ard Spa ce Cente r 
in vi tin g me to ap ply fo r a p osi tion in manpower manag ement , and, of 
course, by th is  tim e it was pa tent ly  obviou s th at  N ASA  was seeking to 
insure  th at  a m ino rity wou ld be “con sidere d” f or  such vacancies though  
the re was no in ten t to selec t a minor ity  fo r any  of  these pos itions.

Mr.  Ch airm an , I  sinc ere ly hope th is  tes tim ony will provide  the  
subcom mit tee w ith  some insight w ith  rega rd  to  how an d why minoriti es 
are  exc luded fro m equal employment  op po rtu ni ty  in the Na tional  
Ae ron autics and Spa ce Adm in ist ra tio n and  th roug ho ut  the Federal  
Gover nment .

I  would p lea d wi th th is  subcom mit tee to use all  of  its  power to  insu re 
th at st ro ng  act ion  is tak en  to  elimi na te race  and sex dis cri mi na tio n 
fro m the Fe de ra l Service  once and fo r a ll. Unless dras tic  measures  are 
tak en , equal employment  op po rtu ni ty  will  be no closer to becoming a 
real ity  10 years  f rom  now in the  F ed eral  Government  t ha n it is t oday,  
fo r promis es, com mitmen ts, an d more EEO  affirmat ive act ion  plans 
on pa pe r fro m agen cy af te r agency  h as  f ail ed  to  g et the job  done over 
the pa st  25 yea rs. W ha t seems to  ha ve happened is that  E E O  r he tor ic 
in th e Fe de ra l Gover nment  has been escala ted  to  a new high , while 
EEO  act ion  rem ains a very low pr io ri ty  Governmentwid e.

Ag ain, my sincere th an ks  f or  the  o pp or tuni ty  to addre ss you tod ay,  
an d I  shall  be ha pp y to respond to any que stio n which  an y mem ber of 
the subcomm ittee may d esire to  ask.

Mr.  E dwards. Th an k yo u, M r. O liver.
I  am  su re we wi ll hav e some questions. Yo ur  test imony w as eloquent. 

An d with  rega rd  to the las t pa ra gr ap h in yo ur  tes tim ony, again  I  
assure  you  th at  the  subcom mit tee t akes i ts res ponsibi lity  ver y se riously,  
and no t only tak es  i ts res po ns ibili ty  serio usly, bu t is m anda ted  by the  
Fu ll Com mit tee  on the Ju di ci ar y,  an d indeed  Congress an d the law 
itself , to  continue o ur  effor ts in  th is  im po rtan t field.



121

[The prepared statement of Mr. Oliver follow s:]
Statement of Vincent T. Oliver, Deputy P ersonnel D irector, Drug 

Enforcement Administration, U.S. Department of J ustice

testimony

My name is Vincent T. Oliver, and I am the Deputy Personnel Dir ector at  the  
Drug  Enforcement Adm inist ratio n in the U.S. Depar tment of Just ice . I would 
like to thank you, Mr. Chairman, for the inv itat ion  “to inform the  Subcommittee 
of (my) background and experience in seeking employment at  NASA.”

Since January of 1967, I have held Personnel Management positions in the 
Navy Finance Center, Departm ent of Defe nse;  the Public Health  Service, the 
Office of the Secretary  and  the Health  Services and Mental  Hea lth Admin istra
tion of the Department of Hea lth Education and W elfare ; the Office of the 
Secretary  of the Departm ent of Labor and for  the past 2% years in the Drug 
Enforcement Ad min istration as previously  sta ted.

I have worked as both a Personnel Spec ialis t and  a Personnel Generali st 
» in fou r branches of the  Federa l Exec utive  Career Service and have spent con

siderable  time in all of the  Federal  Personne l discip lines  inclu ding position 
and pay management, staffing and  placement, employee management rela tions 
and employee development and training. In addition , I served as the  Deputy 
Equal Employment Opportuni ty Officer in the  Office of the Secretary , DHEW

• from 1969 to 1970 d uring which time I wrote an agency EEO Affirmative Action 
Plan and was respons ible for inve stigating and  prepar ing EEO Complaints.

I hold the  Master ’s Degree from Ken t Sta te University in Counsel ing and 
Guidance and a Bachelor’s Degree from Cen tral  Sta te College as a magna cum 
laude gradua te. I am the  recipient of the  Drug  Enforcement Admin istratio n’s 
highest management aw ard  “for exem plary  managerial  achievement  above and 
beyond the call of duty” and am a member of the  Nat ional Association of 
Minority Employees.

I am the au tho r and publishe r of a handbook on “Upward Mobility Under the 
General Schedule” expressly wri tten to point out to Fed era l agencies the  cause 
of and the  many available solutions to the  problem of rac ial disc riminat ion in 
Fed era l employment which is mainta ined  thro ugh out  the  Federa l government 
through systematized covert pract ices having their  genesis in the att itu de s of 
whi tes toward blacks  as  described in the  1968 Report of the National Adv isory 
Commission on Civil D isorders :

“. . . cer tain  fundam enta l matter s are  clear. Of these, the  most fundam ental 
is the rac ial  at tit ud e and behavior of white Americans toward black 
Americans.
Race prejudice has shaped our  histo ry dec isively ; it now threat ens  to affect 
our fu tur e.”

A copy of the handbook is resp ectfu lly subm itted  for  the record  a s Exhib it No. 1.
Five years of my public service care er in the field of Personnel was spen t 

with  the  Ohio Sta te Employment Service from which I was fired in 1969 because 
I am black af te r scoring  first  on the Civil Service  Register  as an Employment 
Service Representative. In addit ion, I served as an advisor to the Secreta ry 
of Labor’s EEO Task Force in 1971 and am cur ren tly a consul tant to the 
Dis tric t of Columbia Area Office of the NAACP Legal Defense  Fun d on the 
techn ical aspec ts of Federal  personnel procedures  as they are used both overt ly 
and covertly to discrim inate aga inst minorit ies and women throughout  the

♦ Federal  Service.
In my best professional judgment, NASA is and always has been a  discrim ina

tory  Federal employer in viola tion of Exec utive  Order 11478, the  Civil Service 
Commission EEO Regulations as described in Chapte r 713 of the Federal Per
sonnel Manual  and the  1972 EEO Act, a revision under Titl e VII of the  1964

* Civil Righ ts Act. This  assertion is confirmed by the fac t th at  the overwhelming 
majori ty of minorit ies and  women are  now and always  have  been at  the  lower 
grade levels in NASA, as indicated by NASA’s own sta tist ics , and that  m inor ities  
and  women occupy high er graded positions in NASA on only a token basis. This  
assertion is fu rth er  confirmed by the  fac t th at  NASA, like  the  Drug  Enforce
ment  Adm inis trat ion and other disc riminatory  Fed era l agencies, offers excuse 
af te r excuse year af te r year for  its  disc riminatory outcomes including “we are
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committed deeply to the  principles of Equal Employment Opportun ity,” “we 
firmly intend to do bette r next yea r,” and “minorities and  women are nei ther 
available, inte res ted  in or qualified to p art icipat e as full professionals in NASA’s 
space program because somehow science and  technology at  NASA is much too 
complex fo r people the  color of Benjam in Banneker,  Charles  Drew,  George Wash
ington Carver  and for  people of the same sex as Madame Curie, Margaret Mitchell 
and Dixie Ray.” The asse rtion that  NASA is a  di scriminatory employer is clearly 
confirmed by the  f act th at  i ts Admin istrator  chose to fire a highly qualified black 
EEO Director for doing an outs tand ing job in the  are a of Equal Employment 
Oppor tunity  while on the  other hand,  the  Admin istrator has never chosen to fire 
any white NASA management official fo r doing a n unsatis fac tory  job  in the same 
area, although he has  complete authority  to discipl ine any NASA employee who 
fail s to car ry out  EEO responsibili ties und er the provisions of Execu tive Order 
11478. By firing Ruth Bate s Harris , the  Admin istrator  of NASA has, in essence, 
announced his approval  to continue discrim inat ing to the enti re NASA org aniza
tion and all of its people.

Certa inly,  if NASA were not a disc riminato ry employer, there would be no 
reason for  a  h ear ing  today before this  distinguished Congressional body to exam
ine NASA’s EEO effor ts past, present and future , precipit ated  by Mrs. Har ris ’ 
dismissal. In my judgment, based upon thi rteen year s of black experience in 
government personnel management, Mrs. Ha rri s was fired by NASA fo r precisely 
the same reason th at  I and othe rs are  not hired by NASA—we are  black. This 
asse rtion  may be open to considerable debate by vir tue  of the fac t that  Mrs. 
Ha rri s is a lso female. There is no doubt in my mind, however, t ha t j ust ice  carried 
to its prop er conclusion will ultimately bea r out the asse rtion  th at  NASA has 
and  does disc riminate both racially  and  sexually and is conducting its public 
business with public funds in bla tan t violat ion of the  public law. So much, Mr. 
Chairman, for  background.

'My nex t purpose in appearing at your  invita tion  is to inform the  Subcommittee, 
as requested, of my exper ience in seeking employment at  NASA.

I have applied  for Personnel positions in NASA on several  diffe rent occasions. 
You, of course must draw your  own conclusions, but  it is my considered opinion, 
based upon my exper ience in seeking employment with  NASA, th at  con trary to 
the  agency’s claim th at  it  is doing its best to hire minor ities and th at  its futur e 
intentions are  to improve  its  minor ity hir ing  practices, in fac t NASA plays the 
“considera tion game” with highly qualified mino rity cand idate s with  no sincere 
intention to hire.

My first  experience with  NASA was in May of 1968. I applied for a GS-9 
Personnel Staffing Specialist  position at  NASA here  in Washington. I was fully 
qualified, I was alre ady  a GS-9 Staffing Specialist at  the  time, my performance 
had  been rated as outstanding by my then curre nt employer. I was  willing to 
accept a la ter al tra ns fe r and I was cordially interviewed by the selection official. 
I was not selected, however, for  the  position. At the  time, the re were  no blacks  
employed in the  NASA Personnel Office to which I applied. The staf f was all 
white.

My second experience with  NASA was some yea rs la te r in June  of 1972. By 
thi s time, af te r confron tation af te r conf rontation  with rac ial discr imination  at  
each point in my ques t for career  development in the  Federal Service, I had 
become a GS-14 Branch  Chief and had received outstan ding p erformance ratin gs 
in four  sep ara te Fed era l agencies. I applied for  the  position of Personnel Officer 
at  the  NASA Ames Research Center  in San Francisco, California.  It  was mv 
understand ing th at  NASA was seriously interested in minority candidates  for 
thi s position because the  Center  was experiencing serious discrimination and 
labo r problems.  A copy of my applicat ion, as submitted, is included for  the record  
as Exhib it No. 2. •

I was interviewed for  the  position on Jun e 15, 1972. at  NASA Headq uar ters 
here  in Wash ington by Mr. Glenn Goodwin, the  Ames’ Director of Astronautics. 
So inept , insul ting,  prejudice and unkem pt was the  intervie wer th at  it  w as gla r
ingly obvious th at  a black would not be selected for the  Ames’ Personnel Officer 
position since the Center management sent a rep resentativ e of Mr. Goodwin’s 
calibre to conduct an interview for a Personnel Officer position. Clearly , NASA 
was playing the  mino rity cons iderat ion game. On June  16, therefore, by le tte r 
to Dr. Han s Mark, Directo r of the Center, I described  the  insul ting  rac ist  impli
cations of the interview and withdrew  my name from  consideration. A copy of 
the let ter  to Dr. Mark is included  for the  record as Exhib it No. 3, along with  
his response indicating th at  I was highly  qualified for  the position. Of course,
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the  candidate finally selected was white and  had been the  Center’s EEO Officer 
with limited background in Federal  Personnel Management.

My th ird  experience with  NASA occurred in September of 1972, at  which time 
I applied  for the  NASA Head quarters ’ Director of Personnel. Outside app licants 
were invited to apply. A copy of the  Execu tive Posi tion Vacancy Announcement 
dated September 15, 1972 is submitted  for the record as Exhib it No. 4. Mrs. Har 
ris had not yet been fired by Admin istrator Fle tcher at  thi s poin t and was 
active ly car rying out her  EEO responsibi lities  by recrui ting as many minority 
candida tes as possible. Mr. Chairman, NASA, like all othe r disc riminatory  Fed
eral agencies, inva riab ly claims th at  minorities and women are  not  hire d for 
senio r managerial  and scientific positions because such qualified candidates are  
not available. EEO officers are  commonly chided by management to find qua li
fied minori ty and female candidates. Of course, w’hen such candidates  are found  
and  apply, they are  not selected, and when such candidates  are  not rec rui ted  by 
the  EEO Officer, management then  says “I told you s o !” The irony in th is  is th at  
mino rity recrui ting is a prim ary resiponsibility of the  Personne l Officer not the 
EEO Officer.

I wrote  to Ms. Ha rri s on August 25, 1972 rega rdin g the opening and sent her
• a copy of my application . In the  lett er, I explained my exper ience  with Ames 

and made it  clea r th at  I was inte rest ed in applying only if mino rity candidates  
would have an equal opportuni ty to be selected. A copy of th at  le tte r is subm it
ted for the  record as Exhibit No. 5. Ms. Ha rri s responded as follows: (See 
Exhibit No. 6).  A copy of her  response is subm itted for  the record as Exhib it* No. 6.

Again, I was graciously interviewed for  the  position by a pane l of several  
NASA senio r management officials all of whom were white.  After ano ther 
candida te was selected, I received a le tte r of non-selection frojn Mr. Boyd C. 
Myers, II,  Deputy  Ass istant Admin istrator for  Administ ration. A copy of the 
let ter  is subm itted  for the  record  as Exhib it No. 7.

Subsequently, I applied a fou rth  time for a Personnel position as Chief of 
Personnel Program Eva luat ion in NASA, was interviewed twice for  the position, 
and to date have hea rd noth ing furth er.  On a fifth occasion, I received a call 
from Goddard Space Center inviting me to apply for a position in Manpower 
Management, and, of course, by this  time it  was  patently obvious th at  NASA 
was seeking to insu re th at  a mino rity would be “conside red” for  such vacancies 
though there was no int ent  to select a m inor ity for any of these positions. •

Mr. Chairman, I sincerely hope thi s testimony will  provide the  Subcommittee 
with  some ins igh t with regard to how and  why minorities are excluded from 
Equa l.Employment Opportunity  in the  N ational Aeronautics and  Space Adminis
tra tio n and thro ugh out  the Federal Government .

I would plead with  th is Subcommittee to use all of its  power  to in su re .tp at  
strong action is taken to eliminate race and  sex disc riminatio n from the. Fed 
eral  Service once and for  all. Unless dra stic  measures  are  taken,  Equal Employ
ment Opportun ity will be no closer to becoming a rea lity  ten years from now in 
the  Federal  Government tha n it  is today, for  promises, commitments and more 
EEO Affirmative Action Plans on pape r from agency af ter agency has  faile d to 
get the  job done over the  pas t twenty-five years . Wh at seems to have happened  
is tha t EEO rheto ric in the  Federal Government has  been escalated  to  a new high, 
while EEO action  remains  a very low priori ty government-w’ide. ,

Again, my sincere thanks for the  opportunity to address  you today, and I shall 
be happy to  respond to any question which any member  of the Subcommittee may 
desire to ask.
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FOREWORD

Discrimination  of any kind based on fac tors not rele van t to 
job performance must be erad icated completely from  Federal  
employment . . .

The President of the United States 
MEMORAN DUM  TO AGENC Y HEADS, 1969

► Despite signif icant  gains in overall employment of minority
group  persons in the Fede ral Service, too many of our minor ity 
employees are  concentrated  at  the  lower grade levels, victims

* of inadequate education and past discr imina tion.
The Chairman of the  Civil Service Commission
EEO PROGRESS RE PORT  TO TH E PRE SIDENT, 1969

As effor ts to implement equal opportu nity  have proceeded, the  
complex ity and interactio n of the  many form s of discrimina
tion and segr ega tion  have  become increasing ly eviden t.

U.S. De partmen t of Labor
MANPO WER RE PO RT  OF TH E PRE SIDENT, 1970

i
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PR EF AC E

This  handbook on “ Upward Mobility Under  the General  
Schedule” has been wri tten for use by anyone who chooses 
to use it. Its owners are its users, i.e., minority  Federal  em
ployees who have been denied upward mobili ty, Federal super
visors and managers, Federal personnelists, Upward Mobili ty 
Coordinators, EEO Officers or those who seek to understand 
discrimination in Federal employment.

The contents are intended to contr ibute  to the elimination 
of discrimination, the furtheran ce of equal employment oppor
tunity,  the enhancement of public service employment and the 
improvement of Federal personnel administration.

Publicat ion of the handbook was financed thro ugh personal 
funds  since Federal managers,  in the ir typically conservat ive, 
biased and indecisive propensity for  ignoring  and avoiding 
both controvers ial and substan tive  management issues,  partic
ular ly racial discrimination,  generally succeed in disco uraging 
and prev enting the publication of controvers ial view s which 
focus upon the root causes  of hist oric  and deceptive ly system 
atized  discrim ination  aga inst minorities in Fede ral employ
ment. Within ma jor ity  group bureaucrac ies, the perv erted ex
ercise of author ity,  supported by the “democratic  process,” is 
employed to suppress both mino rities  and minority view s on 
discrimination.

Applicat ion of the concepts contained in the handbook will 
hopefully  serve to put an end to excuses for  discriminating 
against minorities in the Federal Service. The simple truth of 
the ma tter is tha t minorities  can be promoted and upgraded 
by any  manager, supervisor and Federal Personnel Office staff  
who choose to use the ir power in concert with  equity in order 
to do so. Further , it requires no special efforts nor mysterious 
techniques.

For  fa r too long, far too many in the Federal Serv ice have 
engaged in deceptive,  illegal and immoral discrimi nato ry prac
tice as the means by which to exclude  minor ities from  equal 
opportunity in employment.  The personnel system and insist
ence tha t minorities are somehow vocationa lly inferio r are 
then used as excuses to account for  tha t which is noth ing less

ii
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than  discrimination . Continuing  existence of Equa l Employ
men t Opp ortunity  Program s, special upward mobi lity effor ts 
and the  issuance of anti -discrim inat ion Executive Orders are  
final test imo ny to the  fac t th at  discriminatio n in the  Federal 
service  r ema ins real, pervasive and is ongoing.

The unspoken  sys tem atic  p ract ice of d iscrimination , encour
aged and abe tted  by tac it approval and indifference, rep resents 
the  manife station  of th at  which can be most  accura tely  de
scribed as inst itutionalized racism. Such practice can be ab
rup tly  and completely  eliminated, at  least in Federal employ
ment , by those who choose to apply some ra th er  simple tech
niques of the  kind here in described.

iii
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UPWARD MOBILITY 
UNDER

THE GENERAL SCHEDULE

NATURE OF THE PROBLEM

Purpose
The purpose of the  guides, ideas and suggestions contained 

througho ut thi s discussion is to provide  managers,  supervisors 
and personne lists  in the  Federal  Service positive and affirma
tive  direc tion by which to insu re th at  m inor ity grou p Federal 
employees under  the  General Schedule receive  equal promotion 
opportunity  free  of myth ical bias and th at  such employees 
will not  be fu rth er  denied equal promotion opportunity  be
cause of either over t or subt le disc riminatory prac tices . The 
guides are  fu rth er  intend ed as positive implemen ting methods 
throug h which to e liminate all vestiges of rac ial discr imination  
in career development throughout the  Federal  Service and to 
make an imperfect  Fede ral Personnel System work as per
fectly for  General Schedule min ority employees as it  seems to 
work for  their  ma jor ity  group counter par ts.

While the  Fede ral Upward Mobility Program , as described 
by the  Civil Service Commission, addresses  itse lf t o employees 
in g rade s GS-1 thro ugh  GS-7 and their  equivalents,  the  guides 
conta ined herein are  applicable  in principle  to the  promotion 
and upgrading of employees thro ugh out the ent ire  General 
Schedule grade str uc tur e for  those  m anagers,  superviso rs and 
personne lists  who want to be fai r and who feel a re sponsibility  
to abide by the  law.

Legal and Moral Impl ications
Those who disc riminate  again st minoriti es in employment 

are  no less irresponsible and no more law abiding than  those 
who viola te other laws. Discriminatio n in employment, either 
delibera te or inadverten t, is in dire ct violation of both  the 
let ter  and the  int en t of the  law of the  land.

Executiv e Order  11478, and those which have preceded it, 
forbid  discrimination  in Federal  employment and require  th at  
every  Fede ral employee, regardless  of race, mu st have  an 
equal opportunity to work and to develop to the  hig hest level 
of his or her  fullest potential . This does not mean th at every 
employee ente ring  the  Federal  Service is ultimately  gua ran 
teed a GS-18 pos ition under t he  General Schedule. T he require-

1
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ment does mean, however, th at  with in the  inherent nature , 
limitati ons  and imperfect ions of the  General Schedule System , 
minority employees are  enti tled  to the same opportunitie s to 
develop their  care ers and be promoted by the  same methods 
which app arently  make  such opportunitie s fully availab le to 
ma jor ity  group employees, a disp roportion ately  high  num ber 
of whom seem to rise high enough to create  what appears  to 
be a top heavy Genera l Schedule grad e struc ture.

Fede ral managers, superviso rs and personnelist s are  legally 
and morally  bound to abide by:  (1) the non-d iscrim ination 
provisions of the  1964 Civil Rights Act, (2) numerous Execu
tive  Orders issued by the  Pre sident  of the United Sta tes , 
(3) Civil Service Commission Regu lations on Equal Employ
ment Opportunity, (4) Executive  Agency policies and (5) the

• provisions of the  Constitu tion prohib iting the  abr idging of 
citizens’ privileges.

The Illogical Hie rarc hy
It  would seem, in purely logical t erm s, th at  each step up the 

care er development ladder would reduce the numerical oppor
tun itie s to move to the nex t hig her  grade simply because, in 
the  absence of fact, there would seemingly exist  fewer h igher 
graded positions in ascending order and more employees com
pet ing for  such positions. The hierarchica l perception  of bu
reaucratic  pyramids re-enforces such logic and is sometimes 
used to ratio naliz e the  fac t th at  minoriti es, by and large,  re
main at  the  botto m of the  General Schedule grade struc ture. 
By th is reasoning,  it is implied th at  m inoritie s are  a t the  b ot
tom because  the y are  be tte r qualified to compete at  grades  
GS-1 to GS-6 and rar ely  become well enough qualified, in 
significant numbers, to compete at  grades  GS-11 to GS-18.

La ter  in th is discuss ion of upward mobility , we shall see 
some of the  reasons why significant numbers  of minoriti es

♦ have  not and do not reach the  highe r graded positions and th at  
the logical percept ion of F ederal organizational pyramids, rela
tive  to  numer ical opportunitie s thr oug hout the General Sched
ule grade struc ture, is sometimes quite illogical. In many

* Federal  Executive Agencies, the  pyra mid  perception may be 
valid rela tive  to the  exerc ise and delegation of au tho rity bu t 
does not appear to be valid rela tive  to the  number of high - 
graded employees (GS-11 to GS-18) as compared  with the  
number of low graded employees (GS-1 to  GS-6) or the  num 
ber of inte rme dia te graded employees (GS-7 to GS-10).
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Lon g standing evidence has clearly established, as a matter 
of fac t, tha t minority  General Schedule employees do not en
joy an equal opportunity  to be promoted thro ugh out  the Fed
eral Serv ice as do m ajo rity  group employees. The apparently  
top hea vy portion of the GS grade stru cture includes, for  the 
most  p art, a disproportionately low number of minor ities. This  
phenomenon, as mentioned above, is often  attr ibuted to what  
appears to be, at leas t in part, a per vasi ve myth that  minorities 
are not qualified. However, General  Schedule employees 
througho ut the Federal Serv ice include a number of majority 
group members who have, by one method or another, enjoyed 
the opportunity to move from  GS-2 to GS-1 5 while  being only 
high school graduates or less and perform ing only sat isfact or
ily. Further discussion of this  illogical double standard will 
also follow.

Broad Based Application

A varie ty of programs such as MUST, PSC, COP, etc., have 
been designed to enhance career development among General 
Schedule employees througho ut the Federal Service. While 
such programs have been helpful, most ly among lower graded 
employees, widespread upgrading inequities still persist  at the 
lower, interm ediate  and upper grade  levels, particu larly among 
minorities. Upward mobility, as used within the context of 
this  discussion is intended to apply to the  promotion and up
gradin g of minorities throughout the entir e range of the  Gen
eral Schedule grade structure. Most Fede ral programs in
tended to enhance career development in the Fede ral Service 
can be “plugged into”  the upward mobility approach described 
herein. For example, as stated in CSC Bulletin No. 410-52, 
dated June 3, 1970, on the “Public Service Careers Program 
in the Federal Se rvi ce:”

The upgrading component provides agencies with a 
hig hly  flex ible  opportu nity to develop new and/ or ex
panded upward mob ility programs to meet some of 
their manpower needs for  technic ians and profession 
al aides in a varie ty of occupations. The intent of 
this component is to ass ist agencies, through the use 
of seed money, to develop effective upward mobility 
programs for lower level employees, including job re
stru cturing  activit ies, career ladder development and 
upgrade training opportunities, which may  serve as 
models for  implementation on a broader basis 
throughout the agency.
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Broad based application of the conceptual model, the  imple
menting guides and the call for  a change of atti tudes de
scribed on the follo wing pages  can be utilized in concert to 
promote employees at any grade level. Federal promotion 
procedures are much the same rega rdle ss of grade and the 
Federal Personnel System provides some highly  flex ible  op
tions through which employees can be developed and promoted 
to their highest level of potential. While  the system is not 
perfect, it cannot be used as an excuse to account for  unfair
ness, promotional inequities or discr iminatory pract ices.  
These are problems created by people who either fai l to un
derstand the full  potential of the syste m, who pervert syste m 
procedures or use the system to develop the careers of some 
while ref using  to use the same system  to develop the careers 
of others.  The net result of such beha vior  amounts to historic 
and contin uing pref eren tial  trea tme nt of the ma jor ity  group.

Nothing  described in this discussion is new or different. 
The concepts outlined are all a part of a very viable Federal 
Civil Serv ice System. Hopefully, the ideas, form at and con
tents will cla rif y some misunderstandings, provide insight s 
and help Fede ral managers, supervisors and personnelis ts 
car ry out the ir respo nsibi lities  relativ e to Equal  Employment 
Opportunity.

4
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MAJOR BARR IERS

The Buddy System

Many superviso rs and managers througho ut the  Federal Ca
ree r Service may be characterized as 4‘boots trappe rs,” i.e., 
middle classed, ethnic, Caucasian males, who have moved up 
the  Federal  care er ladder via the  infrequent ly discussed “bud
dy sys tem .” The boss liked them , decided to “bring them  
aiong,” said all of the  “righ t” thin gs about them  to  th e “ri gh t” 
people, p romoted them  by rew riti ng  thei r position descr iption 
or preselec ting at  the  rig ht  time and worked closely with 
ano the r buddy  or two in the  Personne l Office to “nail down” 
the  paperwork , i.e., classificat ion and approval of a hig her  *
graded position descr iption  and obta ining the  prop er sign a
tures on an SF-52. Political influence in the  form  of a let ter  
or a call from the  “righ t” person to the  “appro priate” official #
has also helped many. It  m ust  be  recognized t ha t the  “buddy 
sys tem ” has  been pa rt of the  inherent nat ure  of the  Federal  
Career Development System , for be tte r or for  worse, and will 
probably continue to be as long as people remain human. To 
debate nepotism or the  Hatc h Act in thi s discussion  would 
amount to an exercise  in fut ili ty  due to the  muteness of the  
issues. Wh at becomes rele van t in thi s discuss ion is th at  the  
“buddy sys tem ” rarely  includes minoriti es in thei r quest for 
upward mobil ity and, thu s, tends to become a major  ba rri er.

It  is int ere sting  to observe, for example, how many Catho
lics (Iri sh,  Ita lian or othe rwise) seem to get  promoted in 
Federal  Agencies  when oth er Catholics man the Personnel 
Office and hold supervisory and man agerial positions. It  is 
fu rthe r enl ightenin g to note how career employees sometime 
move to hig her positions as political adm inistra tions change.
Many “bo ots trappers” have  moved up the  career  development 
ladder from lower grades  to  GS-15 pos itions  w ithout  th e bene
fit of hig her education, special tra ining , upward mobili ty pro
gram s, career  counseling or any of the  special efforts which 
now seem so necessary  in orde r to provide  upward mobili ty 
for  minoriti es. Most have  simply been promoted af te r time #
in-grade as the  res ult  of being  an accepted pa rt of an “in
group” which would make  the  system work in thei r behalf, 
bend the  rule s legally when n ecessary (th is is the  same thing 
as crea tive  ini tia tive),  tra de  personnel favo rs among them - •
selves, bowl in the  same suburba n leagues and usual ly shar e 
the same prejudices . Unfort una tely , many are  poorly edu
cated, poor supervisors and Pe ter  Principle-type  man agers 
who will rarely  adm it thei r prejudices bu t who often believe, 
to varying degrees,  th at  minoriti es want welfare, are  not
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qualified and should “work  hard as I did and ‘ea rn’ a promo
tion.” Ironically,  most middle aged “b oots trappers” who hold 
degrees, do so as the direct resu lt of direc t welfare paym ents 
—  the G.I. Bill, and few  who have enjoyed the benefits  of up
ward  mobility via the “buddy sys tem ” have  been rated as out
standing  workers.

Majority Group Attitudes

No amount of hard work and/or training of deadended or 
under-utilized minority employees, who work under ’’boot
strap” supervision  or managemen t, will significa ntly  enhance 
such employees upward mobility.  Many of these employees 
already have  long tenure,  have  demonstrated satis fac tor y 
performance, are better educated than  their supervisors and 
have  often  completed, to no avail, trainin g course after tra in
ing course. The “bootstrapper ” will usually react just  as neg
atively, if  not more so, to an outstand ing min ority employee 
as he will to all other  minor ities, rela tive  to upgrading or pro
motion, i.e., maintain double standards of expectation, refu se 
to recognize or reward performance, plag iarize ideas, check on 
arr iva l and departure  times, “knit -pick” the work and prom
ise but never deliver a promotion. This  phenomenon is pri
marily  due to atti tudes in the supervisor or manager  which 
have litt le to do with  eith er the performance or qualifications 
of the deadended or underutilized minority. Sup ervisory 
tra ining and EEO  conferences througho ut the Fede ral Serv ice 
represen t attempt s to deal with  such prejudices and super
visory  inadequacies.

While  “b ootstra p” managers and supervisors freque ntly in
sis t “ I can’t  find any qualified minorities  to promote to jou r
neyman specialists, section chief , team leader, branch super
visor or office  director,” a hig hly  educated experienced minor
ity who has been underutilized for years, often  under the same 
manag er’s supervision, is somehow overlooked and rarely  se
lected for a more responsible  position when a vacancy occurs. 
Traditionally, man agers and supervisors have gone outside 
(outside of  the agen cy or outside of the Federal Serv ice) to 
fill higher  graded or more responsible positions with  other 
ma jor ity  group candid ates hav ing  little knowledge of the 
unique fea tur es of the position being  filled rat her than select 
a knowledgeable in-house minority . This,  then, is another 
reason that  minorities  become deadended and underutilized 
and most often have  litt le confidence in the cred ibil ity of 
Agency Merit Promotion Program s.

It is vir tua lly  impossible for  min ority employees to become 
an accepted part of the “b oots trap  buddy system .” Minorities
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wor king in ma jor ity  group work  environments of the Federal 
Career Service are rarely  a part of the ma jor ity  “ in-group.” 
Minorities usually have no one who will trade personnel favors  
in their beha lf, usual ly work under supervisors who are not 
like ly to preselect them or rewrite  their position description  
for a higher grade  and have  no buddies in the  Personnel Of
fice (Federal Agency Personnel Offices hire few minorit ies) . 
In addition, minority  employees do not  usually bowl in subur
ban bowlin g leagues, since the y are general ly excluded from 
suburbia, and only rar ely  do minority  group employees share 
the  same racial  prejudices as their “b oots trap” supervisors.

In considering major barriers to upward mob ility  relative  to 
minorities, it is impo rtant  to recognize tha t ma jor ity  group 
supervisors and man agers who persist  with  the attitude  tha t 
minorities  want  wel fare rat her than an equal opportunity to 
work  and develop, and who, at the same time, obstruct  the 
entrance and upward mob ility  of minorities, make a signifi
cant  contribution to the continuation of pov erty and welf are  
problems. It is fur ther important for  supervisors and man
age rs to understand tha t the words “ disadvantaged” and 
“ min ority” are not synonym ous. Some minorities  are disad
vantage d (low income, limited education, lack  work  skills, 
etc.) However, most of  the disad vantaged in the  United 
Sta tes  are of the ma jor ity  group. Simply  because  a minority 
employee is working  as a GS-1 , 2 or 3, does not mean tha t the 
employee is pov erty  stricken, poorly educated or with out w ork 
skills . Many are simply  inexperienced high school graduates 
who typ e well, work  well and get  along well with a supervisor 
who knows how to develop inexperienced employees and will 
help the employee overcome the natural fea rs of being in a 
new job with  stra nge  people. Most minority  w orkers are ty pi
cal Americans.

The identification, discussion and clarification of majority 
group attitudes , which contr ibute  in gre at part to the under
utilization and deadended dilemma among minorities  through
out the Federal Career Service, is intended to provid e Federal 
managers and supervisors with  some ins igh t which may be 
helpful in implementing upward mobili ty. If  F eder al managers 
and supervisors could voluntarily bring themselves to upgrade 
mino rities  through the “buddy syst em,” special upward mobil
ity  efforts would soon become unnecessary, the added respon
sibility and costs of upward mobility programs could be sharp
ly curta iled and the mounting pressure of Equal Employment 
Opportunity requirements could be considerably reduced. Re
sistance, however, either subtle  or overt , tends to generate 
more pressure, more special programs and contributes to the 
development of the kinds of pote ntially vola tile  conditions
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which led to explosive confron tations  in the  Depar tment  of 
Health, Education  and Welfare; the  Dep artm ent of Housing 
and Urban Development and, most  recen tly, at  the  Lib rary of 
Congress.

Inte rmediate  Bridging Positions: High Demand-Low Supply
General Schedule employees, by and large,  fall most often 

into two major  cate gor ies:  (1) low graded, GS-1 through 
GS-6 and (2) high graded, GS-11 throug h GS-18. For ex
ample, “Pay Str uctur e of the  Federal  Civil Service,” prepared 
by t he  Civil Service Commission, will show the  following g rade  
str uc ture for  one Executive  Departme nt as of June 30, 1970:

GS
Grade

Number of 
Employees

18
17
16
15
14
13
12
11
10
9
8
7
6
5
4
3
2
1

8 '
29
64

565 , 
923 

1220 
1854 
913 J 
27 ) 

574 I 
74

734 > 
765 ) 

1250 
796 
503 
158 
36 ,

5576 = 53,1%

1409 = 13.4%

3508 = 33.5%

TOTAL 10,493

Simi lar trends  appear among other Executive Agencies. A 
review of Equa l Employment Opportunity  sta tis tic s of Gen
eral Schedule employees in many Federal  Agencies will usually 
reveal th at  min ori ty employees comprise  a disp roportion ately  
high num ber of the GS-1 thro ugh GS-6 group and a disp ropor
tionately low number of the  GS-11 through GS-18 group.

The Office of M anagement  and Budg et has  re cent ly issued  a 
requiremen t th at  the  average  g rade  of the  Federal  work force 
be reduced.  (OMB Bulletin 72-4), dated Augus t 5, 1971). 
This requirement  could be linked with providing grea ter  up-
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ward mobili ty opportunities  throughout the General Schedule 
with minimal damage to highgraded individual employees. One 
approach would involve the redesign of some positions, grade 
GS- 11 through GS-15, as attrition occurs throughout this  
grade category . The positions could be redesigned as Techni
cian and Assistant positions at grades GS -7 through GS-10 , the 
catego ry of positions which presently  a ppears to be in shortest 
supply.

A large part  of the deadend and underutilization dilemma 
among lowgraded General  Schedule employees throughout the 
Federal Career Service is directly  attribu table to the gross ab
sence of suf fici ent  numbers of parap rofessional Technic ian and 
Assistan t type positions to bridge the gap between subprofes
sional and professional employment.  Upward mobility is, 
ther efore, seriously restricte d, and an unusually  large number 
of minority  employees find themselves “ locked into”  low 
graded positions with  few  numerica l opportunities for inter
mediate career development leading to high graded positions. 
Relative to upward mobility via the Public Serv ice Careers 
Prog ram, CSC Bulletin No. 410-52, quoted earlie r, fur the r 
st at es :

Beyond the entry level, larg e numbers of Federal 
employees are locked in low level jobs with lit tle  hope 
for advancement. Such conditions adv erse ly affect 
the morale of the Federal  work forc e and costs the 
Government dear ly in terms of wasted manpower. 
Wh at is needed and wha t the PSC program supports 
is a new emphasis on improving our personnel sys
tems and practices so as to fac ilitate  upward mobility 
opportunities  for our prese nt lower level employees.

It is gene rally  recognized tha t improved utiliz ation  of man
power resources in both the public and the  priva te sectors is, 
to a gre at extent, dependent upon the creation of more para 
professional jobs and the development of more parap rofession
al workers. A prim ary source of such workers  lies with in the 
rank s of the sub-professional work  force,  par ticu larly among 
General Schedule Federal employees. In tapp ing this  source, 
the upward mob ility potential with in the Fede ral Service could 
be maximized, salary  costs could be reduced, the OMB grade  
reduction requirement could bt jerv ed,  and a gre ate r num
ber of Federal employees  could be fa r more effe ctiv ely  utilized. 
Job redesign and res tru ctu rin g could be accomplished during  
the annual position management review, required of Federal 
agencies, in such a manner  as to relieve many professionals 
of the kind of time consuming tasks which could be performed 
just  as effectively by paraprofessionals and at a much lower 
manhour cost.

♦
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TOWARD IMPLEMENTING THE SOLUTION

The Conceptual Model

Following is a conceptual model showing upward mobility  
paths and combinations  of paths  which, when supported  with 
such methods as more flexible interp ret ation  of employee qual
ifications, tra ining  agreements,  the  job element approach or 
the  newest provisions of the  Gove rnment Employees Trainin g 
Act, described  in FPM Le tte r No. 410-9 dated Janu ary  26, 
1971, provide a var iety of avenues through which upward mo
bility  may be accomplished. It  is aga in emphasized  th at  more 
bridging  positions (Technicians and Assistants, grades  GS-7 
throug h GS-10) must be es tabli shed  to obtain the  b est results . 
In so doing, the  trad itio nal  tendency to avoid clas sify ing posi
tions  at  grad es GS-8 and GS-10 must be abandoned.

The conceptual model m ay be tho ught of as a “map” rep re
senting  the theore tica l terra in  of upward mobili ty under the  
General Schedule with  emphasis on prospective  pa ths  which 
can be followed from  lower to higher  grad es and from  lower 
to hig her  levels of responsibility via promotions, lat era l rea s
signmen ts or downgrading. Promotion  is the  firs t pre ferred  
altern ative with  late ral reassig nment  being used when promo
tion is clearly  impossible. Downgrading to g et to a position of 
grea ter  potent ial should be used only as a las t resort with  the  
employee’s sala ry saved at  the  h igh est  allowable rate.

It  should be kept in mind th at  many underutilized and dead- 
ended employees will be eligible and qualified for  upgrading 
withou t t he  need for  fur th er  train ing or special preparation. .
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Basic Upgrading Concepts

Though the Federal Personnel System may seem complex 
and complicated to many, keeping a few  basic principles and 
useful refer ence  sources in mind may  be helpful in moving 
underutilized and deadended employees up the care er develop
ment ladder via the paths outlined in the conceptual model:

1. Up to the GS-5 level, employees can be promoted after 
nine ty days in-grade,  not to exceed two promotions dur
ing one calend ar year , provided appropriate qua ntit ativ e 
experience requirements are met through actual work 
experience or an education substitute or a combination. 
Use the add-on rule in inte rpreting the experience re
quirem ent for  the next higher  g rade. (See FPM  C hap ter 
337-3-lb)

2. Abo ve the  GS-5 level, one yea r in-grade estab lishes auto 
matic eligib ility and qualification for  the nex t high er 
grad e in the same series,  rega rdle ss of the position, and 
for some positions in closely related series.

3. Appropr iate  clerical experience is general ly qualif yin g 
for  most As sis tan t and Technician positions at the appro
priate grade level.

4. App ropriate experience in As sis tan t or Techn ician posi
tions, prope rly interp reted, can be qua lify ing  for many 
professional positions (Specialists, Analysts , etc.) at the 
GS-5 level either by promotion or lateral reass ignm ent.

5. Exc ept  for  positions such as Medical Officer, Law yer , 
Acco unta nt, etc., education is a substitute for  experience 
or can be used in combination with  exper ience to quali
fy  candid ates for upgrading.

6. The job element approach and training agreements ap
proved by the Civi l Serv ice Commission are hig hly  useful 
methods of quali fying employees move rapidly for  up
gra ding in t he absence of suff icien t qualif yin g experience 
and/or education.

7. See FPM,  Chap ter 300, Appendix A for  a list of series in 
which promotion at 2-grade inte rvals is appropriate up 
to and including GS-11.

8. See “X -118 Qualification Standa rds” and the General 
Amendment for the specific and detailed  interpretat ion 
of the preceding general concepts, and apply all with  
reason able fle xib ilit y and sound professional judg men t.

12
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Identif ication  of  Roles
I. Supervisor’s Ro le —  Creat ive Initiative 

A. Identify Candidates  for Upgrading 
What to look for:
1. Time in grade is excessive. (Ask yourself  —  Why?)
2. Has been working in the same job for many years but 

has not been promoted. (Is the employee a m inority?)
3. Is in a deadend job (little or no possibility for advance

ment) and capabilit ies (initia tive, coopera tiveness , inter
est, reliability , previous educat ion, experience, knowl
edge of the work, etc. ) are only being partia lly utilized.

4. Assists or works closely with a supervisor  but is passed 
over when supervisory or other h igher level posit ions are 
filled.

5. Shows poten tial to perform at a higher grade, at a h igh
er level of responsibility or in a related type position. 
(Thoughtfully consider  how and why you were pro 
moted. Was it because  you perfo rmed satisfactorily or 
because the boss liked you or because  you had always 
been a super ior employee?)

6. Is currently eligible for the next higher grade.
7. You have shown little interes t in the employee.
8. Other major ity group employees in the same work envi

ronm ent generally hold higher grades, have been pro
moted or seem to move on to better jobs.

9. Annu al perfo rmance evalua tion has been satisfactory.

NOT E: a. Most employees reques ting additional re
sponsibilities may be regarded as likely can
didates for upgrading.

b. Clerks, typists, secreta ries, technicians, as
sistants, etc. who exhibit  sustained satisfac
tory perfo rmance or better are prime candi 
dates for upgrading.

c. Employees who are well qualified by virtue 
of time on the job, perfo rmance and previ
ous training, yet remain  deadended as others 
move on, should  receive at least equal selec
tion opportunity.

13
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d. Quiet employees who do their job, say little 
and create  no major difficulties should be 
rewarded by competent  supervisors with 
promotions at every opportuni ty rath er than 
taken  for granted , overlooked or expected to 
be satisfied with an occasional “pa t on the 
head.”

e. Many underutilized and deadended employ
ees need only upgrading opportuni ty (selec
tio n) , not more training.

B. Use the Career Deve lopment Process 
1. One Approach — Career Promotion

a. Redesign the current position of the employee to in-
* elude higher level duties. Rewri te the position  de

scription to reflect the added responsibilit ies at a 
higher grade in the same or in a closely similar job 
series. Example:

Clerk-Typist, GS-322-3  
to

Clerk (Ty ping),  G S-3 01-4/5 
or

Secretary (Stenography) , GS-318-4 
to

Staff Assistant, GS-30 1-5 /6 
or

Accounting Clerk, GS-501-4 
to

Accounting Technician, GS-525-5 /6 
or

Personnel Clerk, GS-203-3  
to

Personnel A ssistant, GS-203-4 /5

e  b. Initia te (type,  sign and submit  to the Personnel Of
fice through channels)  a Form 52, “Request for Per
sonnel Action,” accompanied by the new position 
description. The “52” should include the employee’s

♦ name, “Nature  of Action” section should read  “Pro
motion.” Indicate in the “Com ments” section of 
the Form 52 “Care er Promotion  — Grad ual Accre
tion of Duties”— PSC Upgrade or MUST Upgrade , 
etc ). Item 3a of the new PD should read “In lieu of 
 .” (old  position title, series, grade and num ber ).

14



144

c. Sign the new description.
d. Contac t the servicing Personnel Specialist and ex

plain what is being done and why. Discuss intent, 
upward mobility requirements, related  classification 
matters,  et al. Do this in advance if and when it 
seems the most effective way to obtain Personnel’s 
approval . Use discretion and/o r experienced judg
ment in terms of “what works” with your  personnel 
people.

e. Repeat a, b, c, and d above as regularly as the em
ployee is eligible and ready and additional higher 
level responsibi lities can be assigned to the incum
bent.

NOTE: This approach requires no new billet and is 
exempt from announcing and competitive  
merit promotion procedures. (See FPM  
Chapter  335, Section 4-2 and Agency Meri t 
Promotion  Plan)

2. Another Approach  — M erit Promotion
a. When a position under the superv isor’s jurisdiction is 

vacated through attrit ion or a new billet is obtained, 
design and write a Technician or Assistant position 
(bridging  pos itio n),  at the highest possible grade, 
which is clearly within reach of lower graded employ
ees. Have the position  established (class ified) . 
Example: Budget  Techn ician, GS-501-6.

b. Then have the position announced at two grades be
low the classified level. Example: Budget Techni
cian, GS -501 -4 /5/ 6.

c. Insure tha t eligible underutil ized an d/or  lower graded 
employees (GS-3, 4 and 5) apply under the an
nouncement. Such employees should be encouraged 
(and  assisted when necessary) to submi t a well de
veloped Form 171 which highlights their experience 
as such experience relates to the duties and require
ments state d in the announcement and emphasizes 
the cand idate’s strong points. All procedures  de
scribed in the vacancy announcement should  be 
meticulously followed.

d. Then select by underfilling the position and subse
quently prom ote to the higher grades as the employee 
becomes eligible, i.e., completes time ingrade  an d/or  
experience  requirement.
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3. A Third Approach — Career Development Counseling
a. Encourage lower graded and underut ilized employees 

to apply for all announced vacancies with upgrading 
potential for which eligible and qualified either  by 
latera l reassignment or promotion, regardless of the 
organizational location of the vacancy. (Obviously, 
employees will only be encouraged to apply for va
cancies in which they are interested.)

b. Discuss caree r development (upg rading) opportuni
ties occurring both within and outside the immediate  
organizational unit, showing sincere concern in help
ing the employee to move ahead. (Supervisors should

• not hold employees back because “they are too good 
to lose.” )

c. Provide supervised on-the-job training for employees
* to help them develop skills, work habits, positive atti 

tudes, self confidence, initiative, etc. in prepa ration 
for more advanced and higher graded jobs.

d. Recommend, encourage  and assist in the selection of 
internal and external training an d/or  education 
which will clearly enhance the employee’s upgrading 
potentia l. (Contac t the Train ing Officer for advice 
and assis tance).

NOTE:  A major responsib ility of compe tent supe r
visors is to develop employees. This re
sponsibili ty can only be carried  out by su
pervisors who understand their role, control 
their  own personal biases and who know 
how to relate  to different kinds of em
ployees, including minorities.

II. Personnelist ’s Role  —  Positive Assistance
A. Provide supportive guidance, advice and assistance to su

pervisors and managers on problem s, technical personnel
• and “people” matter s.

1. PER SON NEL  OF FIC ER
a. Support upward mobility requirement .

* b. Discuss upward mobility positively in staff meetings, 
c. Insure that  the  personnel  staff is involved.

2. STA FFING SPECIALIST
a. Provide gu idance on qualifications.
b. Encourage  crossing series.

16
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c. Assist in identifying underut ilized and deadended 
employees.

d. Discuss upward mobility requirements with super 
visors.

3. CLA SSIFICATION SPECIALIST

a. Advise on how jobs can be redesigned, how position 
descript ions can be rewritten and where bridging 
positions  can be established.

b. Avoid rigid interpretation  of classification.

4. TRAIN ING  SPECIALIST

a. Help identify train ing needs of individual employees.
b. Apply the revised provisions of the GE T A (See 

FPM, Chapter  410, CSC FPM Letter No. 410-9 
1-26-71 ).

c. Encourage  supervisors to recommend training when
ever appro priate.

d. Approve training requests.
e. Avoid rigid interpretation of FPM  train ing regula

tions. (Degree programs are now permitted — 
training need not be directly job related.)

B. Promote and encourage upward mobility through dis
cussion, inquiry and voluntary assistance among sup er
visors and managers.

C. Encourage supervisors to develop an individua l career de
velopment plan for every under-u tilized or deadended 
employee.

III.  Upward Mobility Coordin ator ’s Role — Monitoring Liaison
A. Meet with supervisors, managers and personne lists and 

explain the purposes, goals and implementing requirements 
of upward mobility.

B. Monitor (tal k with the supervisor) the progress  of up
ward mobility employees, particularly  those presently in 
grades GS-1 through GS-7, to insure and assist with on
going progress.

17
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C. Insure that  minority employees at all grade levels are re
ceiving equal selection opportuni ty for promotion  and re
quested training.

D. Volunteer assistance  to employees, managers and super
visors whenever  problems arise.

E. Whenever information, assistance , instructions or guidance 
is necessary and no one seems to have the answer, find the 
answer through your own efforts and “pass it on’’ to those 
who need it.

F. Request technica l assistance or advice from the Depart
ment  Personnel Office whenever necessary.

The roles of supervisors, personnel ists and upward mobility co
ordina tors must be both  highly individualized and closely coopera tive 
in the upward mobility endeavor.  It is strongly recommended that 
the matrix  approach (task force) be used and that the professionals 
described herein  come together in their respective agencies to further 
upward mobility efforts and programs.

18
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CON CLUSION

“Upward  Mobil ity Under the General  Schedule” has fa r 
reaching implicat ions relativ e to minority  progres s in the Fed
eral Car eer Service.

The maximum utilization of human resources  by Federal 
employers,  rega rdless of  rac e or sex, becomes an impe rative 
when considering the projected grow th of  the  Federal  work 
forc e and the corresponding cost increases of the  Federal pay
roll. In addition, the wa y employees are utilized has direc t 
effec t upon the qua lity  of Fede ral programs in which the y 
work.

The time has long since passed when managers , supervisors 
and employers  can regard  a worker at  a ny level  or o f any race 
or sex as an expendable necessity . Research has established 
that  people work for  numerous reasons of gre ate r personal 
importance than  a sala ry,  among which are self-esteem, reco g
nition and a sense of contr ibuting. These motivational fac tors 
exist  among workers  rega rdle ss of their race,  sex or level of 
wor k and must  be harnessed to the ful lest by  providing the 
opportunity  for  full  performance at the hig hest level of capa
bili ty.

Turn over  rates among Federally employed workers  can be 
considerably reduced thro ugh providing upward mobility op
portunities , and the expanded utilization of paraprofessional 
personnel is rapidly establishing its importance in the process 
of max imiz ing human resources. The  leaders, workers and 
manpower resources necessa ry to staff the Federal  work force 
of the future  and the numerous social, economic and techni
cal programs admin istered  and financed by the Federal Gov
ernment,  will be forthcomin g from many curren tly low graded  
employees. Race and sex discrimination interfere  with  this 
process and must, ther efor e, be eliminated so that  the bes t 
talents from  all sources  may be available and brough t to bear 
upon the resolution of complex and formidable national prob
lems.

19



EXHIBIT #2
PERSONAL QUALIFICATIONS STATEMENT Budget Bureau

Approved 'O -ROJ S’
la.  Kind  of position (job) you are filing for (or  title of examination)

P ers onnel O f f ic e r , GS -20 1-1 5
b. Announcement number 7. Binh date 8. Social Security Number

29 6- 12 -8 70 7
Month Day Year

C. Options for which you wish, to be considered ( tf  luted in examination announcement) 5 1 25
. If  you are currently on a regisi 

ment to a Federal position, givi 
tion,  the name o f the othce maintaining tne i 
dace on your notice of rating, and your rating.

Primary place(s) you wish to be employed

M o ff e tt  A ir  Fo rc e B as e,  C a l if o rn ia
2. Home telephone J. Business telephone

Area Code Number Area Code Number

202 362-17 23
*  N,me (L ., 1 )  f F i. il )  rS M ll t )  f .V j. M .,  £X 'M r Q  Mm Q  M„
OLIVER, VINCENT TAYLOR

5. Number and street, R D.. or Post Orfke box number
300 1 Vea ze y T e rra c e , NW, #9 20

6. City

W as hi ngto n, D. C.

10. Lowest pay or grade you wiii accept

PAY

OR

GRADE

s p« GS-15

NO SOME O F .t N

In rn e d ia te l'
State

20008

— I month or less?

—4 to 12 months?

IS. W ill  you accept: YES 1 N O l J101* * « p t  a job in
(A ) Temporary appointment of —Washington. D.C.?

i the United States.*

—outside of the United States?
(B) Less than full time work?

14. ED UC AT ION

(Leu than 40 bourt per ueeb ) —only in ( tpeafy ):

(A ) Did you graduate from high muooI. or will 
you graduate within the next nine months?

“ ' |  6 - 4 3 ' " " — ’ cQ Mnt np

(B)  Name and locatxsn frrry an J  State) of last high school attended 

La sh  High Sc ho ol  
Z a n e s v i ll e , Ohio

(C ) Name and location (city. State, and H P  Code if bnou-n) of col-
lege or university. ( I f  you expect to graduate uith in 9 montht. gtte 
MON TH  and year you expect degree !

Dates attended Years completed Credits c nnplM.4
degree

Year of 
degree 1From To D>r Night ^ o u IV

Kent S ta te  'J n iv . K er .t,  Ohio 6- 65 6- 68 51 M.E d. 1963 i
C le vel and  S ta te  C le v e la n d , Ohio 9- 59 6-61 1 48 C e r t. 1961
C e n tr a l S ta te  W il b e rfo rc e , Ohio 12-48 8-51 4 186 B. S. 1951

(D ) Chief undergraduate college subjects
Credits completed

(E , Chief graduate college subjects
Credits complete.!

Semester
hours

Q uir te r 
' hours

Semester
hours

Econom ics 49 C ounse ling  an d Ps yc ho lo gy 32
P o l i t i c a l  Sc ie nce 23 E ducati on 16
S o c ia l Sc ie nce  (O th er) 35 P u b li c  A d m in is tr a ti o n 6
E ducation 53

(F ) Major tielJ o f study at highest level of college work
P u b li c  A d m in is tr a ti o n  - Am er ican  U n iv e rs it y  - 1969

(G ) Other schools or training ( for example. trade. locational. armed form, or bu nn tu) G 
of  school, dates attended, subjects studied, certificates, and any other pertinent data.

J a n . ,  1973 -  S u p e rv is o ry  T ra in in g  I I  D ep ar tm en t o f J u s t i c e  
N ov.,  1972 -  S u p e rv is o ry  T ra in in g  I

May,  1972 -  M in o ri ty  Group Dvnamics

for each the name and location (a t ) . State, and Z IP  Code t f  bnoun)

W as hi ng to n, D. C. 
W as hin gto n,  D. C. 
W as hi ng to n, D. C. 
A t la n ta , G eo rg ia

D ep ar tm en t o f J u s t i c e  
C o n tr o l Data C o rp o ra ti o n  
Emory U n iv e rs it yS e p t . ,  1970 -  Management  Se minar  

(CONTI nite:

'3 .6  Ave . Magna Cum Laude  
Alpha Kappa Mu Ho nors 
3 .4  G ra duat e Av erag e 
7 2 % -t il e  G ra d . Record Exam

16 FOREIGN LANGUAGES
Enter foreign languages and indi
cate your knowledge of each by 
placing X " in proper columns

Reading Speaking Understanding WniWR j

Excl r.o oj Fair Excl Gooc Fair E« l Good Fair Excl jcoodl Fair i

t; ik il li  u-itb macbmei. patent! or imentiont, 
tocit lm; typing tboetband ifetd.. etc.)

Ohio T ea ch in g L ic ense  #4  B 61257  
Ohio C ounse lo r L ic ense  #4  K 8943 
Member: Am er ican  Sp ee ch  & H ea ri ng A ss oc . 
Mem ber:  DOJ C re d it  Un ion  Bd. of D ir e c to rs  
OUTSTANDING PERFORMANCE RATINGS: BNDD-1972,

t i —do not lubmit topm unlett requeued. public tpeaking:
SECURITY CLEARANCE: Top S e c re t 
P u b li c  Sp ea ki ng  - 10 Yea rs  
1972 P u b li c a ti o n : "UPWARD 

MOBILITY UNDER THE GENERAL 
SCHEDULE1'

-1 969, Na vy-19 68
TH E FEDERAL GO VE RNMEN T IS AN  EQUAL OPP OR TU NITY  EMPLOYER Standard Form 171 (F or mer ly  SF S ')



P L E A S E B E S U R E T O  R E A D  A T T A C H E D I N S T R U C T I O N S  B E F O R E  C O M P L E TI N G  I T E M   2 0
| E X P E RI E N C E ( St a rt wit h y a r P R F i C N T  fi o uti o n a n d w or k b ait  A c c o u nt f or p m o dt o f u nt m pl oj mt nt m it p a r a tt bl o c ki i n  or d tr. J

May i n q uir y b e m a d e of  y o ur pr e s e nt e m pl o y er r e g ar di n g v o ur c h ar a ct er, q u alifi c ati o n*, a n d r e c or d of e m pl o y m e nt ?........................................  R 7] y e *  I  1 No
( A  “ N t " w ill n ot ajft ct y u r c c ni dtr ati o n f or t m pl o y nt nt o p p ort u nit y t x ct pt f or H E A RI N G E X A M I N E R  p otiti o nt.) ' —1

1
D at e s of e m pl o y m e nt ( m o nt h, y a r)

Fr o m 7 - 9 - 7 2  T o  P R E S E N T TI M E

E x x t titl e of p o siti o n C H I  E F ,  P E R S O N N E I

M A N A G E M E N T P R O G R A M S

If  F e d er al s er vi c e, ci vili a n Oi  .. ulit ar y

C S- 2 0 1- 1 A
S al ar y or e ar ni n g*

> 2 1 , 9 6 0  P“  A n n u m

Pit x nr $ 2 3 , 0 8 8   p«, A n n u m

hr s.  
p er w e e k

A 0

Pl a c e of e m pl o y m e nt

Gi y: W a s h i n g t o n 

s . „ e . D.  C.

N u m b er a n d ki n d o f e m pl o y e e s  
s u p er vi s e d

6 P r o f e s s i o n a l
L 0 C l e r i c a l

K i n d  of  b u si n e s s  or  or g a nit ati o n  
(  m a n uf a ct uri n g, a c c o u nti n g, mi ur a n ct,

■> L a w E n f o r c e m e n t

N a m e  o f i m m e di at e s u p er vi s or

J a m e s K.  B a l l a r d , P e r s o n n e l O f f i c e r
N a m e of e m pl o y er (fir m, or g a niz ati o n, t i c. ) a n d a d dr e s s ( i n cl u di n g Z I P C o dt, i f  k n o w n)

B u r e a u o f N a r c o t i c s  & D a n g e r o u s D r u g s, D OJ
1 A 0 5 1 S t r e e t ,  N W, W a s h i n g t o n ,  D. C .Ar e a C o d e a n d p h o n e N o if k n o w nf 2 0 2 ) 3 8 2 - 4 3 4 6

Rt a i o n  f bi » a n < m g t o k » t C a r e e r D e v el o p m e n t
D e s cri pti o n of d uties, t eip onji bii met. ano i cc o mpi nh me nts  A ct a s d e o u t v  t o  t h e  P e r s o n n e l O f f i c e r  w it h  f u l l  s i g -
n a t u r e  a n d d e c i s i o n  a u t h o r i t y  i n  h i s  a b s e n c e .  A d v is e ,  a s s i s t  a n d  p a r t i c i p a t e  i n  a l l
a s p e c t s  o f p e r s o n n e l m a n a g e m e n t  p l a n n i n g ,  o p e r a t i o n s  a n d p o l i c y  f o r m u l a ti o n  r e l a t i v e
t o  p o s i t i o n  a n d n a v  m a n a g e m e n t,  s t a f f i n g  a n d  p l a c e m e n t,  e m o l o v e e r e l a t i o n s ,  c a r e e r
m a n a g e m e n t, e v a l u a t i o n  a n d r e c o r d s .  D i r e c t l y  s u p e r v i s e  t w o o p e r a t i n g  B r a n c h e s,  i . e . .
S t a f f i n g  a n d P l a c e m e n t  a n d A ut o m at e d T e c h n i c a l  S u p p o r t.   T h e D i v i s i o n  h a s r e s o o n -
s i b i l i t v  f o r  a l l  o e r s o n n e l m a n a g e m e n t m a t t e r s  f o r  h e a d q u a r t e r s .  1 3 d o m e sti c a n d 6
o v e r s e a s  r e g i o n s . F or a g e n c y u se ( s hill c o dtt, t t c.)

2
D at e s of e m pl o y m e nt ( m o nt h, yt ar )

Fr o m 1 1 - 2 8 - 7 1  T o 7 - 8 - 7 2
E x a ct titl e o f p o siti o n C HI E F , P E R S O N N E L If F e d er al s er vi c e, ci vili a n or milit ar y

M A N A G E ME N T D E V E L O P M E N T B R A N C H 3 *  G S - 2 0 1- 1 3
S il it y or .ir t u n g t

S uiti n gi 1 7, 7 6 1  p a A n n u m

Fi n.li 1 8 . 7 3 7   A n n u m

A v g. hr s.  
p er w e e k

A 0

Pl a c e o f e m pl o y m e nt

Cit y: W a s h i n g t o n 
Sti tt:   D ’   C .

N u m b er a n d ki n d of e m pl o y e e s  
s u p er vi s e d
5 P r o f e s s i o n a l
2 C l e r i c a l

K i n d  of   b u si n e s s  or  or g a ni z ati o n  
' m a n uf a ct u ri n g, a c c o u nti n g, mi ur a n ct,
, u )  L a w E n f o r c e m e n t

N a m e o f i m m e di at e s u p er vi s or

T .  L.  B l o o m e r,  P e r s o n n e l O f f i c e r
N a m e of  e m pl o y er (fir m, or g a ni z ati o n, ti e. ) a n d a d dr e s s (i n cl u di n g ZI P  C o dt, i f  k n o w n) 

B u r e a u o f N a r c o t i c s  & D a n g e r o u s D r u g s,  D OJ
1 A 0 5 I  S t r e e t ,  N W, W a s h i n g t o n ,  D.  C.Ar e s C o d e a n d p h o n e N o. if k n o w n  (  2 0 2  )  9 6 1- 3 2 5 8

R u  m i  f or i ci n g P r o m o ti o n
D et c n p u o n of d u n u. r ei p o n si biii n u, i n d .c co mplii h me no S u p e r v is e d  a h e a d o u a r t e r s  s t a f f  e n g a g e d i n  p l a n n i n g .
d e v e l o p i n g  a n d w r i t i n g  o e r s o n n e l m a n a g e m e n t p o l i c y  u n d e r w h i c h h e a d q u a r t e r s , d o m e sti c
a n d  o v e r s e a s  a c t i v i t i e s  c a r r i e d  o u t c l a s s i f i c a t i o n ,  s t a f f i n g ,  e m o l o v e e r e l a t i o n s .
c a r e e r  m a n a g e m e n t a n d  o e r s o n n e l  r e c o r d s  p r o g r a m s.  P l a n n e d  a n d i m o l e m e n t e d t h e
d e l e g a t i o n  o f o e r s o n n e l  a u t h o r i t i e s  t o  r e g i o n a l a c t i v i t i e s ,   p r o v i d e d  i n n l e m e n ti n e
a d v i c e  a n d a s s i s t a n c e , m a d e s i t e  v i s i t s  a n d m o n it o r e d  p r o g r e s s .  A ls o s u p e r v i s e d  t h e
a n s w e r i n g  o f c o n e r e s s i o n a l s  o n a l l  p e r s o n n e l m a t t e r s  a n d t h e  o r e o a r a t i o n  o f C S C a n d
D e p a rt m e n t  r e o o r t s  o n s u p e r g r a d e s , E E O a n d o t h e r  p r o g r a m F or a g e n c y u s e ( t k ill  c o dtt, tt c.)

r e q u i r e m e n t s .

>
D a c e* o f e m pl o y m e nt ( m o nt h, y a r )

Fr o m  5 - 1 7 - 7 1   To  1 1 - 2 7 - 7 1
E x t,  titl e of p o.iti o o E M P L O Y E E

D E V E L O P M E N T S P E C I A L I S T

If  F e d er al s er vi c e, ci vili a n  or mil. o r y

G S - 2 3 5 - 1 3
S al ar y or e ar ni n g s

1 7 , 7 6 1   P”  A n n u m
F u ul  » 1 7, 7 6 1  p C T  A n n u m

A v g. hr s.  

p er w e e k

A 0

Pl a c e o f e m pl o y m e nt
G ' y W a s h i n g t o n 
S u » : D -   C .

N u m b er a n d ki n d ot e m pl o y e e s  
s u p er vi s e d

N o n e

Ki n d   of  b u si n e s s  or  or g a ni z ati o n  
( m a n uf a ct uri n g, a c c o u nti n g, t nt u r a n a, 
•‘ < J   .   i

L a b o r
N a m e  of i m m e di at e s u p er vi s or

J o e  M a s s,  C h i e f, T r a i n i n g  & D e v e l.
N a m e of e m pl o y er  

D e p ar t m e n t
I  fir m, or g a ni z ati o n. ti c .) a n d a d dr e s s ( i n cl u di n g ZI P C o dt. i f  k n o w n/

o f L a b o r
i s t i t u t i o n ,  N W, W a s h i n g t o n , D. C.Ar e a C o d e a n d p h o n e N o . if k n o w n  U n k n o w n 1 3 t h  & C or

R u  m , f ot i ci n g U n s a t i s f a c t o r y  C a r e e r C h o i c e
D n c n p ti o n o( d u « n. r c po nu bii ui u.  Ki o mp ht h me nn  A ct e d a s  D e o a rt m c n t C o o r d i n a t o r o n u o w ar d m o b i l i t y .
W r o t e  r e c o m m e n d a ti o n s a n d  p r e o a r e d  o r g a n i z a t i o n a l d e s i g n s  f o r  i m o l e m e n ti n g  u p w ar d
m o b i l i t y .  C o n d u ct e d s u r v e y s ,  d i d   i o b r e d e s i g n , d e v e l o o e d  c a r e e r  l a d d e r s , e s t a b l i s h e d
p o s i t i v e  o r g a n i z a t i o n a l c l i m a t e , c r e a t e d  b r i d g i n g  p o s i t i o n s , e t c .   P r o v i d e d  t e c h n i c a l
a n d  p r o c e d u r a l a d v i c e  r e g a r d i n g  c l a s s i f i c a t i o n  a n d  s t a f f i n e  a s  r e l a t e d  t o  p r o b l e m s i n
i m p l e m e n ti n g  u o w ar d m o b i l i t y  p r o g r a m s t h r o u g h o u t  D O L a c t i v i t i e s .   A ct e d a s a n  E E O
a d v i s o r  t o  t h e  S e c r e t a r y 's  E E O T a s k  F o r c e r e g a r d i n g  m e t h o d s a n d p r o c e d u r e s  i n  s e t t i n g
u p  a n d s t a f f i n g  a v i a b l e  D e p a rt m e n t E E O P r o g r a m . F or a g e n cr u s e (t k il l c o dtt, tt c.)

Fi g. 2

I F Y O U N E E D A D DI TI O N A L  E X P E RI E N C E B L O C K S U S E S T A N D A R D F O R M 1 7 1- A  O R  B L A N K S H E E T S 
S E E I N S T R U C T I O N S H E E T  ~
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CONTINUATION SHEET FOR STANDARD FORM 171
“ PERSONAL QUALIFIC ATION S STATEMENT”  -«\p rrnve d MuRtKrtH

IN STR U C TIO N S—Fill out this form onlv when necessary ra completion or Iti-m 20 EXPERIE NCE . on Standard Form 1"1. Enclose with your Statement.
Typewrite or write dearlv in d jrk ihk

1. Name (L a ii )  (F .n t)  t  t Uu/jSrw. if  am ) f x l  Mr. Q ]  Miss | 1 Mrs.
O l i v e r ,  V in c e n t T a y lo r

I.  Birth date (  Mnatb. da). ft ar)

May 1 , 19 25
J. Kind o l position applied tor. or name o* examination 4. Date of this continuation sheet

4
Dates of employment ( attnth. \tar j

From 2 -8 -7 0  to  5 -1 6 -7 1
Exact title ol position PERSONNEL

MANAGEMENT SPE CIA LIST
It Federal service, civilian

mU,Ur, grAfcc g _2 O l _l 2
Salary or earning*

1 3 ,3 8 9  Annum
Fmai s 1 4 ,1 92  per Annum

A.g  hn

40

Place of employment
c “' W ash in g to n
State 0  • C  •

Numb er and kind ul cm 
pHyees supervised

None

Kind  of busincvs or organizat ion

‘ H e a l th
Name of immediate supervisor
G eorg e  F a r a h , S e c t io n  C h ie f

Name ol employer ergu«rzuzis«. r/c /  and address 1 im lading ZIP  Codt. i f  knounj
DHEW, HSMHA, 56 00  F i s h e r s  La ne
R o c k v i l l e ,  M ary la n d  20 85 2Area Code and phone No it known (3 01 )4 43  -2 026

Reawn mt lutmg P ro m o ti o n
Un.rir<K’n oi junr, jnd ..m iS >* n» n .urn P e rf o rm ed  c l a s s i f i c a t i o n ,  s t a f f i n e  an d em olo vee
r e l a t i o n s  d u t i e s  a s  a s e r v i c in g  p e r s o n n e l  g e n e r a l i s t - a d v i s o r  f o r  th e  to o  m an ag em en t
o f f i c e s  o f  th e  H e a l th  S e r v ic e s  an d  M en ta l H e a l th  A d m in i s t r a t i o n .  C o n c e p tu a l iz e d ,
d e s ig n e d  an d  w ro te  h e a d q u a r te r s  an d  r e g i o n a l  o r g a n i z a t i o n a l  c h a r t s ,  f u n c t io n a l
s t a t e m e n t s ,  s t a f f i n g  p la n s  an d p o s i t i o n  d e s c r i p t i o n s .  A dv is ed  m an ag em en t on  a l l
a s p e c t s  o f  p e r s o n n e l  m anagem ent,  an d  m an ag ed  350 p o s i t i o n s ! For agency use l l i i l l  .odti. th )

CS- 1 th r u  G S-1 8 .

5
Dates oi employment ( month, yta rj

From 1 -2 6 -6 9  To 2 -7 -7 0
truer t.tk ol r oi.,.xr PERSONNEL

MANAGEMENT SPE CIA LIST
It Federal service. civilian

^ G S - 2 0 1 - 1 1
Salary or earnings

So™, j i o ,2O 3 f'A nn um  
f«,.i i 1 1 ,2 3 3  pcrAnnum

Avg. hrs. 
per week

40

Place ol employment
Cm W ash in g to n  
su« D - c -

Number and Kind of em
ployees supervised

No ne

Kind  of business or organizat ion
^ ■ * M ,‘'HeaJ ‘it “h" '' ...........

E d u c a ti o n  & W e lf a re
Name of immediate supervisor

H a ro ld  S y l v e s t e r ,  Team  L e a d e r
Name of employer (firm, organ nation. ik  ) and address < including ZIP Code. //  tnoun )
DHEW, O f f ic e  o f  th e  S e c r e t a r y ,  330  In d e p e n d e n c e  
A venue, SW W a sh in g to n , D. C.  20 20 1Area Code and phone No  it known ( 3 0 1  )  4 9 6  -8 045

Reason for leav mg P r o m o  1 1 O n

DcKtin»«> oi Jutw »ana M.oinr i.M inwn n >n vuur«.«k P e rfo rm e d  d u t i e s  a s  a s e r v i c i n g  p e r s o n n e l  g e n e r a l i s t -
a d v i s o r  f o r  th e  O f f ic e  o f  th e  A s s i s t a n t  S e c r e t a r v  f o r  A d m in i s t r a t i o n .  C l a s s i f i e d ,
s t a f f e d  an d h a n d le d  a l l  a s p e c t s  o f  em p lo vee  r e l a t i o n s  f o r  40 0 p o s i t i o n s  G S -l  t h r u
C S -1 8 an d  WG-4 th r u  WG- 21 . D e s ig n ed  an d  w ro te  r e o r g a n i z a t i o n  p la n s  f o r  th e  O f f ic e
o f P e r s o n n e l an d  th e  D eo a rt m en t P r i n t i n g  P l a n t .  Was a l s o  th e  D eou tv  EEO O f f i c e r
r e s p o n s i b l e  f o r  i n v e s t i g a t i n g  a l l  OS EEO c o m p la in t s . For agency use ( it  il l (odet. rtc.j

w r i t i n g  d e p o s i t i o n s  and  d e c i s io n s  an d  s e t t in p ,  up  h e a r i n g s .

6
Dates oi employment ( ww»w». u j h

From 9 -9 - 6 8  To 1 -2 5 -6 9
Eu et In k  or pro,rum PERSONNEL

MANAGEMENT SPE CIALIST
If  Federal service, civilian 
. , tn.l iui> k» * g s  20 1 -9

Salary or carmngs
sun ups  8 ,7 4 4  iwt Annum
FmA i 8 ,7 4 4  Annum 40

Place of employment
c«> W a sh in g to n
, D. C.Sure

Number and kind ol em
ployees supervised

None

Kind of business or organizat ion
^ ■ ^ '• " i r e a i t h "  ------ -
E d u c a ti o n  & W e lf a re

Name of immediate supervisor

Same As Abo ve
Name o f employer (f ir

Sam e As
•». organnaiion. etc )  and address (including ZIP Code. if  tnoun j

Above
Area Code and phone No. if known

t u m  Mr Icing P ro m ot io n
Description at duties and accomplishments in your work

Same As Ab ove

For agency use t i t  il l coda. ttc )

standard Form l ' l - ATH E  FEDERA L GO VE RN .M E.VI  15 AN t^ U A L  OPPOR 1 U N IF Y  EMPLOYER I71-2U2
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7
Dates ol emplosment w»»i
from  6 —3 0 —6 8  To 9 —8 —6 8

Exact title ot position P E R S O N N E L

STAFFING SPECIAL IST
If Fc**ml service. civilian 
at mt ltuiy gtadt Q S - 2 1 2 - 9

Salary or earning*
Sunm g* 8 , 4 6 2  P"Annum
Final > 8 , 7 4 4  per Annum

Avg hrs. 
per week

40

Place or employment
c«y W ash in g to n
. D. C.State

Number and kind of em
ployees supervised

No ne

Kind of  business or organizat ion 
f~ «a/a c li re i» /.  m ann ag . tanrroatr.

* P u b l ic  H e a l th
Name of immediate supervisor

C. A.  M a rk a r ia n , B ra nch  C h ie t
Name of employer (firm, organization. tt t. ) ond address ( mdndmg Z IP Codt. i f  hnoum)

DHEW, P u b l ic  H e a l th  S e r v ic e ,  330 C S t r e e t ,  NW 
W a sh in g to n , D. C . 20 20 1Area Code and phone No. if  known (  2 0 6  )  543 - 64 83

Reason for Ica.mg I n t r a d e D a r tm e n ta 1 R e o r g a n iz a t io n
D ntr .r iw n ot Ju t.f i mJ a...miph.hmeni, .n ..mi »oik P e rf o rm ed  p e r s o n n e l r e s e a r c h  d u t i e s  an d w ro te  s t a f f
p a p e r s ,  p o l i c y  p r o p o s a ls  an d  t r a i n i n g  ag re e m e n ts  w it h  r e g a r d  to  th e  r e d e s ig n  o f
D ep a rt m en t t r a i n i n g  an d  c a r e e r  d e v e lo o m en t p ro g ra m s in v o lv in g  PHS C om m is si on  C orp s
an d  C i v i l  S e r v ic e  p e r s o n n e l .  C onducte d  s t u d i e s ,  p r e p a r e d  s u p p o r t in g  g ra p h s  an d
s t a t i s t i c s  an d w ro te  p r o c e d u r e s . R ev ie w ed , c o n s o l id a te d For agency use (d ul l ndti. ti t. )

an d a d a p te d  CSC,  DHEW an d PHS r e g u l a t i o n s .

8
Dates ol employment (month . yta r /

e ,o m  1 - 1 4 - 6 8  to 6 - 2 9 - 6 8

Eaact title ol pontion PERSONNEL
STAFF1NC SPE CIA LIST

If  Federal service, civilian 
or mtl iutk graja gs.212_9

Salary or earnings

Sumng * 8 ,0 5 4  P"Annum
Fmai * 8 ,0 5 4  pc. Annum

Avg hts

4 0

Place o f employment
c "» C le v e la n d
Stare O hi o

Number and kind of em
ployees supervised

None

Kind of  business or Organization 
(mannfattnrmg. aaonntmg. iniuramt.  
ott.)

F in a n c e
Name of immediate supervisor
M is s R i t a  V in c e n t ,  B ra nch  C h ie f

Name of employer (firm, organization. ott )  and address ( mdndmg Z IP Codt. if  knoun)

Navy F in a n c e  C e n te r , New F e d e r a l  B u il d in g  
C le v e la n d , O hi o 44 19 9Area Code and phone No  if known ( 2 1 6 )  5 2 2  - 5 5 9 6

Renon fot lining C a re e r  D ev e lo p m en t,  T r a n s f e r r e d  t o  W ash in g to n
DcKt.pi.on oidui^i jnd«iumpii,hmfnti .n .our »mk S e le c t  ed  an d p la c e d  M i l i t a r y  P av , F i s c a l  A cco u n ti n g  an d
A cco u n ts  M a in te n a n c e  p e r s o n n e l ,  g ra d e s  CS -1 th r u  G S-5 . R ev ie w ed , e v a lu a te d  an d
r a t e d  c a n d id a te  n u a l i f i c a t i o n s  f o r  i n t e r n a l  m e r i t  p ro m o ti o n . C onducte d  c o l le g e
r e c r u i t m e n t ,  c o o r d in a te d  NYC; WJC; and  Co- O p,  s e t  up  Com mun ity  C o ll e g e  P ro g ra m , w ro te
CSC m an po wer  r e p o r t s  an d p ro c e s s e d  p e r s o n n e l  a c t i o n s ,  i . e , .
h i r e s ,  r e a s s ig n m e n ts , p r o m o t io n s , d e t a i l s ,  e t c .
9

Dates of employment (month . \ta r /

From 1 - 9 - 6 7  To 1 - 1 3 - 6 8
Enact title M  position PERSONNEL

STAFFING SPE CIA LIST
Ir Federal service, civilian 
or military grade G g _ 2 1 2 - 7

Suit in g* 6 , 4 5 1  PT'Annum
Final *  6 , 4 5 1  pcrAnnum 40

Place ol emplosment
Cuy: C le v e la n d
State O h i o

Number and kind of em 
ployees supervised

None

Kind  of  business or organizat ion 
(  manufacturing, aaonntmg. minrana.

J F in a n c e  .
Name of immediate supervisor

Same  As Ab ove
Name of employer (firm, organization, t tt .)  and address ( mdndmg Z IP Codt. i f  knoun)

Same As Ab ov e
Area Code and phone No it known

Reason foi leaving P ro m oti on
Description of duties and accomplishments in sour work

Same As Ab ove
For ag ■ncy use ( iktU codti. etc )

10
Dates of  employment (month. tt j r )

From 8  — 51  To 1 —8 —6 7
Exact title of position If  Federal service, civilian 

or military grade

Salary or earnings

Surtmg I 6 —7 ,0 0 0  P" Annum
Final I 6 - 8 , 0 0 0  per

Avg hrs. 
per week

70

Place o f employment
c “y C le v e la n d
Stare O hio

Number and kind of em 
ployees supervised

None

Kind ol business or organizat ion 
( ntanufatlnring. aaonntmg. mturance. 
tt t. )

Name o f immediate supervisor Name of employer (fi r "• organization, ti t. ) and address (mdndmg ZIP Codt. tf  knouny

Area Code and phone No. if known

Reaux. foi ica.ing P a sse d  th e  FSEE an d c h o s e  t o  p u rs u e  a c a r e e r  in  th e  F e d e r a l  S e rv ic e
Dcscnpiion oi Junei jnd jt u m ri K h m fi .n ,n  v.«» D u ri n g  t h i s  p e r i o d ,  I was  moon  1 i g h t in g  (w o rk in g  2 jo b s )  I
in  a n y  k in d  o f  l e g i t i m a t e  wor k a v a i l a b l e  to  me.  _ S im u lt a n e o u s l y, w ork ed  f o r  tw o o f  the*
f o l l o w i n g ;  S t a t e  Em olov men t S e r v ic e  ( C le r k ) .  U n it e d  Tu be  Co.  ( J a n i t o r ) .  U n it e d  P a r c e l
( C a s h i e r ) ,  Bd . o f  Ed.  ( T e a c h e r ) , WEWS T e le v i s io n  ( J a n i t o r ) . For agency use ( thi ll todei. ttt )

A ls o  a t t e n d e d  an d com D le te d  g r a d u a t e  s c h o o l .



ATTACH SUPPLEMENTAL SKSSTS rORMS KZRE
Answer oil questions correctly and fully

lj». Il you nave ever bet a  employed by the Federal govc.-nt.>ciic as a ov.iu n.
ji ve  your  • jvj.:

ciy: Z a n e s v i ll e , Oh io

Cetna lry):

H . I . f i l  o r rcarr...
f  H a li l

D is t i c t  o f C ol.CraJe | s  Jeb Tide

G S-2 01-1 4C hie f, P e rs o n n e l Mgt.  Pr og rams
22. RE* EAENCLS. List three persons who  are NOT rela ted to sou and who  have defin t’e kno wledrc of y our quali fica tions  and fitness for the posi tion for which you are apply ing. Do not  repeat names of  superviso rs listed under Item  18. EXPER IENCE.

Full Narse J Prcacwt F-j« u **m  o r K a ne Ad Jreu  f.v ’m W r.  u m t .  ti ts . ita fie  ZI P CadtJ Business or Occuran.>n }
Dr. M ic ha el  Marge  U .S . O ff ic e  o f E d u c a ti o n , ROB3, Rm.#3082
(2 02 ) 96 3- 64 34  W as h in g to n , D. C. 20202

Dep . A ss o c ia te  
Com missio ne r *

Mr.  Lon is  C. B a ll a rd  lO ff ic e  of Eq ua l Employ men t O p p o rt u n it y
(3 01 ) 44 3- 21 77  HSMHA, 5600 F is h e rs  Lane,R ockvil le ,M d EEO O ff ic e r

(3 01) 44 3-22 60
23. VB JI KAN i . 

act lie  ca t)  ter :ra
If  "Yes,"  comp lete Item

F.NCE. a . Have

Fam ily P la nn in g  C e n te r , HSMHA, #1 2A -48 
5600 F is h e rs  Lan e,  R o c k v il le . Md 20 852
?u ever served on setive cu t)  m the  Ur nu a btate s milit ary service? ( Excit.d

R es ear ch
A naly st

B. Lisr f.<  J l  active m diur y w .vk c :
Daces fA'm.w-Tey ) Branch Serial o r Semite Number

10 -1 8- 43
TO

5- 29 -4 6
Navy 858 2051

X I
H iv e you ever been J iu .i u r. ;: d  ire ir.  t!. c armed ser».ct:
und^ r ether  than honorable condit ion s* (Y ou may o:r.:t 
any such discharge rhanvea to  honorzb’.o by a Di ii'h zrge 
Review Dav d o» simih r Aut ho rit y. )....................................

D. Do yo u cl aim  5 -p ai n t pr eferen ce  ba sed on  ac tiv e du ty  in

I f  "Y et ,”  ynn u t i l  i t  rrqn ir td  re fur ni sh record! to support 
)3nr  c b m  a! the  t i —e you ar t e ^ -' in lt J

X I

E. Do you  cla im 13- po int  prefe r t r e e ? ........................................... Y « N o

I f  Yes, complete an d at tach  St an da rd  Po ns IS. "C la m  
fe r 10 p oint  Ye: f ran Preference," together u n h  the p r v f  
ta iled  f r  tn  th a t fa ne

X

AN "X " IN  7H E Pa OPu R COLUMN
24. Are you a citizen of  the  Uni ted Sta tes? ....................

If “ No,” give coun try of  which  you arc a citizen: (RACE: B la ck )
25. Before an swering this que stion read Item 25 in the attached instructions.

A. Are you now,  or within  the last ten years h ave you been,  a member of:
(1 ) Th e C ommunist  Party, U.S.A., or any subdivision of  the Communi.'t Party. U.S.A.?.......................................................
(2 ) An o'ga nizv .on th at  to your p resent know ledge advocates the  overthrow of  the  cons titu tional foim  o f government ofthe  United States by force or  violence or ethe r unlawful  means?................................................................ ' .......................

B. If y our answ er to  Item A ( l)  or A (2 ) is “ Yes ," write your answers to the following ques tions in Item 34 ct  c.n a separate piece of  paper .
(1 ) Th e nam e c t the  org anizat ion? (2 ) The  dates of yo ur membership?  (3 ) Yo ur unders tandin g of  th e aims and  pur- poses of the  er z- nuatu n  at the time of  your  membership ?

26. To  in sure th at  you arc not placed in a positio n whi cn ru ch e impair your hea lth , or  whi ch mi ght be a hazard to vou or to
othe rs, we need ink..-motion .-.bout t he  tol’owing: Do you have, or have you had,  hear t d is ta x,  a nervous b rc/e down/ep ilepsv ,tuberculosis, cr  d iab -te s?.........................................................................................................................................  «- » .
/ / jrxzr i. w« vr is ''Ye s."  ciicerrnng a::) one of these. give d tta ils m Item 34.

27. V 'ithin the  lis t five years have you been fired from anv job for any reason?.....................................................................................
28. With in  the  b it  five years have you qu it a j .n  af ter being  nc tin td  tha t you would be fired?............

/ /  j-.v r answer to 27 or 2d abwe is 7 ts."  av ai ls  in turn  34. the it. itte an d address f  including 7.1 P Code) of employer,
..... 'h ix id  az- 'f  it itb year aasuers in l:<m IS. EXPE RIEN CE.approxt-its date. an d , •h. Thi s :rr mat te

29. Have you ever been convic ted ot an ofier.se arain s: the l»w or t.i.fe ited coibte rai , or are ycu now under c lurv. a for anv offense
□gainst the !.vv? (Yo u may omit: ( I ) tr-r hc viola tions for which you paid a fine cd S3TC0 or less; and (2 ; any offense com 
mitted bcio re your 2 l- i birthday  wnich  was finally a djud icated in a juvenile cour t or under  a Youth Offende r la w .) ...............

30. Whil e in the  milita ry service were you ever convicted  b y general  cou rt-m arti al? ...............................................................................
I f  )? * ' a n r .t r  in 29 nr 30 u  "Y ci .” £ l : t  Ji la il i in k m  34. Slew  f ir  tu:b  n/T.nit: f l ) iu tt : (2 ) ch jr;t:  f i )  b laa:  (4  knurr.

31 A. Does  the  Uni ted Sti tes  ’gove rnme nt employ in a civ ilian capacity or as a m ember of the  Armed Forces any relative of sours
(by b.oud or r r .a m a r}t  (Sec Item 31 in the  attached inst ruction  sh ee t. ).....................

B. Do  you live with, or witn-.n the past  12 mo nth s have vou lived with, any o f these relatives  who are employed in a  civilian capacity ?...........................................  ' 1 1

X
X

>1 p u r u n r . t r  m A n  Vn."  g a t  in k m  34 f -r  tucb  n la li n i:  ( I )  f u ll  na .n ; (2 )  p n m t  aJ Jr ru  ( mt lu .kng  ZI P CnJt): 
(3 )  reiat j Kyj/jip; f  4 ) n.ep.ii tni'n t, agency, or Ir jm h  n f the Arm ed Forcer. I f  your answer to D ts ‘’Yes,” also r: :t  the land  o f appoirtm.,':! held by ti e re la tiv es ) yea h i t  wsth or ha ts lt ::d  ut th  ui th tn  the past 12 r.onths

se r ie-** rv < ;e iv tf  °r  fc'n C  y o u  3 P-'*, e ^ t o r  r««r eincnt pay, pens ion,  or other compensat ion baveu upon military or Federal civilian
If  y»ar antu er ts Y<;." gue ..eatls in Item i; X

33. Are you an or  em ployee o f any State , terri tory , county, o r mun icipality?...............................................................................
f/  S, i e  OA cl  pisitiors or name o f o’pee, and  I'ca tica, ;n Item 34. Include whether elected or appointed. X



1 5 4

>4. S p ac e f or d et ail e d’ a n* w er*. I n di c at e it e m n u m b er* t o w hi c h a n s w er* a p pl y.

It e m N o

I C G C O N TI N U E D:

N o v. 1 9 7 1  B u il d i n c  U p w a r d M o b i l i t y  E E O C o m m is si o n   W a s h i n c t o n .  D.  C .i
J u n e 1 9 7 1  U p w a r d M o b ili t v  W or ks h o o C i v i l S e r v i c e  L e n e u e  W a s h i n c t o n .  D.  C .i

J u n e 1 9 7 1  U p w a r d M o b ili t v  S e m i n a r O f f i c e  o f E d u c a ti o n   W a s h i n c t o n .  0 . C . 1

J a n . 1 9 7 1  P o s i t i o n  a n d P a v  M a n a g e m e n t  C i v i l S e r v i c e  C o m m.  W a s h i n c t o n .  D.  C . 1

;  M a y 1 9 6 9  A d v e r s e A c ti o n s C i v i l S e r v i c e  C o m m.  W a s h i n c t o n .  D. C . 1
F e b . 1 9 6 9   M o d er n P u b li c  M a n a c e m e n t A m er i c a n  U n i v e r s i t y   W a s h i n g t o n . D.  C .i

S e n t. 1 9 6 8   P e r s o n n e l  P s y c h o l o g y  D A G r a d .  S c h o ol  W a s h i n g t o n .  D.  C.

S e p t. 1 9 6 8   C l a s s i f i c a t i o n  & M a n a c e m e n t  C i v i l S e r v i c e  C o m m.  W a s h i n c t o n . D.  C.I
O c t. 1 9 6 7  C o ll e c e  R e c r u i t i n ' 1 C i v i l S e r v i c e  C o m m.  C h i c a c o .  I l l i n o i s
M a y 1 9 6 7  S t a f f i n e  a n d P l a c e m e n t C i v i l S e r v i c e  C o m m.  W a s h i n c t o n ,  D.  C.

3 1 A O s c i e  L o c c i n s -  S i s t e r  3 1 B J e a n  G.  O l i v e r  -  W if e
7 2 1 8  E u c li d  A v e n u e 3 0 0 1  V e a z e v T e r r a c e , N W, # 9 2 0
C l e v e l a n d ,  O hi o  W a s h i n c t o n ,  D.  C.
E m p l o y e r:  N a v y F i n a n c e C e n t e r E m p l o y e r:  N a ti o n a l I n s t ,  o f H e a lt h
S t a t u s : C a r e e r S t a t u s : C a r e e r

I f  m or e s p a c e it   u «e f ull t h e et* o f p a p er a p pr o xi m at el y t h e t a m e s u e at t hi s p a g e. > X' nt e o n E A C H  t h e et y o ur n a m e, birt h d at e, a n d e x a mi n ati o n
f a r / gr aft — > r ul e. Att a c h all t h e ett t o t hit  St at e m e nt at t h e t o p of P a c e ).

A T T E N T I O N:  R E A D T H E F O L L O W I N G  P A R A G R A P H C A R E F U L L Y B E F O R E S I G N I N G  T H I S S T A T E M E N T  

A f a it ®  a n s w e r t o  n n y q u e s ti o n  I n t hi s S t a t e m e n t m a y b e gr o u n d s f o r n ot  e m pl o yi n g  y o u, o r f o r di s mi s s i n g  y o u a f t e r y o u b n gi n  
w o r k , a n d m o y b e p u ni s h a bl e  b y fi n e o r i m p ri s o n m e n t ( U . S . C o d e , Ti tl e  1 8, S e c. 1 C 0 1) . All st a t e m e n t s  a r e  s u bi e ct t o i n v e s ti g a ti o n,  i
I n cl u di n g a c h e c k o f y o u r fi n g er p ri n t s , p oli c e r e c o r d s,  a n d f o r m e r e m pl o y e r s . Al l t h e i n f o r m at i o n  y o u g i v e w ill b e  c o n s i d er e d  i n 
r e v i e w i n g  y o u r S t a t e m e n t a n d  i s s u bj e ct  t o  i n v e s ti g a ti o n . A f a l s e a n s w e r t o  It e m s 2 5  A o r  B c o u l d d e p ri v e  y o u o f y o u r ri g h t t o 
o n  a n n u it y  w h e n  y o u r e a c h r e ti r e m e n t a g e  i n  a d d it i o n  t o  t h e p e n a lt i e s  d e s cr i b e d  a b o v e.

C E R TI FI C A TI O N SI G N A T U R E f S' g * , » n i )

1 C E R TI F Y t h at all of t h e st at e m e nt* m a d e i n t hi s St at e m e nt
ar e tr u e, c o m pl et e, a n d c orr e ct t o t h e b e »t of m y k n o wl e d g e  
a n d b eli ef, a n d ar e m a d e i n g o o d f ait h.

D A T E  SI G N E D
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• PERFORMANCE RATING 
BAvcior.-)})* (*-»»>

n e t of rosiTioo of

l— J UAKB r r i  row- 1— 1 imcuofo I 1 IN -  i— 1 f— 1
1__ 1 SUPtltlSOIT lAJ SUttfVlSORV 1___1 SunaviSMT 1__ 1 supcavisort I___| OFFICIAL l X j UNOFFICIAL
■ AM(

OLIVER, VINCENT
ia ti bg  rt tioo

FOOU 1/1U /68 T0 U/ lU /68
CHCCX AO. PAVBOU T in e GS-212-9

Per so nn el  S ta ffi n g  S p e c ia li s t
MBIT. SlCTlO" OB SHOP

PE
■ Am ( OF ACTIVITY

Navy Fina nc e Cen te r
LOCATION OF ACTIVITY

C le ve la nd , Ohio
EXPLANATION

Mark ch ara c te ris ti c  work performance  in each fa c to r. In marking super vi so rs , als o conside r effectiveness 
as a superviso r in gett in g work done.

DEFINITIONS

OUTSTANDING -  A ll  aspects o f performance not only exceeded normal req uirem ents but were ou ts tand ing and, 
in ad d it io n , dese rved sp ec ia l commendation.

SATISFACTORY -  Accep tab le performance th at met or exceeded minimum requ ire men ts.

UNSATISFACTORY -  Performance th a t c le a r ly  fa il e d  to meet minimum requ ire men ts.

FACTORS

Use 0 , S, and U 'io  denote Outstan ding , S ati s fa c to ry  and Unsatisfa cto ry  performance re sp ecti ve ly .

qu ality of work ____ ( 0  )
QUANTITY OF WORK _____  ( 0  )

ADAPTABILITY  (  0  )

ADJECTIVE PERFORMANCE RATING

Each "0" or "U" ra ting  must be supported by superv is or's  signed stateme nt attached her et o showing 
s p e c if ic a ll y  and in d e ta il  wherein employee 's performance  was ou tstand ing or unsati s fa c to ry .

"0* marks in a l l  th re e fa c to rs , f u l ly  supp or ted  in  w r i t in g __________________________________________________OUTSTANDING   ( 0  )

•S ’ , o r "S’  and "0 " m ar ks ______________________________________________________________________________________ SATISFACTORY   ( )

One or more "U" ma rks,  fu l ly  su pp or ted in  w r i t in g _________________________________________ ______________ UNSATISFACTORY _____ ( )

DEFINED. IF  THIS IS  AN OFFIC IAL  RATING YOU HAVE A RIGHT TO APPEAL IT  WITHIN 30  DAYS AFTER RECEIPT OF THIS NOTICE. CONSULT 

YOUR SUPERVISOR OR YOUR PERSONNEL OFFICER AS TO YOUR APPEAL RIGHTS.

PLATE n o .3859
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na vs o  sai«/s <rcv. it-«*>
• * /n -OIO4 *04 .7*1
' UN ITED  STATES GOVERNMENT

Memorandum
FROM : R i ta  V in cen t

DEPARTMENT O F THE NAVY 
FE :R V:c rk  

DATE: 8  May 1968

TO
V ia :
SUBJECT

Per fo rm an ce  R a ti n g  Board.
R ev ie w in g O f f i c i a l
V in cen t O li v e r ; J u s t i f i c a t i o n  f o r  o u ts ta n d in g  perf o rm an ce  o f

1 . F o ll ow in g  i s  an  o u t l i n e  o f  th e  perf o rm an ce re q u ir e m e n ts  f o r  th e  
p o s i t io n  o f  p e rs o n n e l s t a f f i n g  s p e c i a l i s t  G S-2 12 -9 :

Q u a l i ty . G e n e ra ll y  mak es  so un d ju dg m en ts  in  e v a lu a t in g  c a n d id a te s  f o r  
r e f e r r a l  o r  s e l e c t i o n .  P ro v id es  p ro m oti on  e v a lu a t io n  b o a rd s , s e le c t io n  
o f f i c i a l s ,  and  em plo yee s w it h  g e n e r a l ly  go od  a d v ic e . M ain ta in s  good  
r e l a t i o n s  w i th 's o u r c e s  o f  r e c ru it m e n t.  P erf o rm s s p e c ia l  p r o je c t  wo rk 
o f  go od  q u a l i t y .  P re p a re s  ad eq u a te  c o rr esp o n d en ce  an d r e p o r t s .

Q u a n ti ty . F i l l s  e n tr a n c e  l e v e l  p o s i t io n s  i n  a  re a so n a b le  le n g th  o f  
ti m e . S ec u re s  en ou gh  c a n d id a te s  t o  p ro v id e  a f a i r  c h o ic e  f o r  s e le c t io n  
o f f i c i a l s .  Keeps  co rr e sp o n d en c e  re a so n a b ly  c u r r e n t .  B es id e s  r o u ti n e  
d a y - to -d a y  w or k,  o c c a s io n a l ly  i s  r e s p o n s ib le  f o r  s p e c ia l  p r o j e c t s .

A d a p ta b i l i ty . I s  re a so n a b ly  re s p o n s iv e  t o  ch an ges i n  wor k p r i o r i t i e s .  
A ccep ts  s p e c i a l  a ss ig n m e n ts  w it h o u t p r o t e s t .  E n jo ys re a so n a b le  r e s p e c t  
o f  o p e ra ti n g  o f f i c i a l s ,  f e ll o w  em pl oy ee s and  s u p e r io r s .

2 .  F o ll o w in g  i s  a  com pari so n  o f  s u b je c t  e m p lo y ee 's  perf o rm an ce  w it h  
th e  ab ov e s t a t e d  perf o rm ance  re q u ir e m e n ts :

Q u a l i ty ■ Mr. O li v e r  acc o m p li sh e s  h i s  wor k i n  a  h ig h ly  p r o f e s s io n a l  
m an ne r.  A lthough i n e l i g i b l e  f o r  c o n s id e ra ti o n  a s  e x h ib i t s ,  th e r e  a re  
many l e t t e r s  o f  co mmen da tio n i n  h i s  O f f i c i a l  P e rs o n n e l F o ld e r  f o r  th e  
man ne r in  w hic h s p e c i a l  s e r v ic e s  ha ve  been  pe rf o rm ed  p r i o r  t o  an d f o l 
lo w in g  th e  th re e -m o n th  p e r io d  t o  which  i t  i s  n e c e s s a ry  t o  c o n fi n e  t h i s  
r a t i n g .  Em ploy ee s see k  him  o u t f o r  p e rs o n a l and  v o c a t io n a l  c o u n s e li n g . 
He h as  s u c c e s s f u l ly  a d v is e d  b o th  em pl oy ee s an d a p p l ic a n t s  in  am ic ab ly  
r e s o lv in g  g r ie v a n c e s .

Q u a n ti ty . V in cen t O li v e r  h as  ha d r e s p o n s i b i l i t y  f o r  f i l l i n g  a l l  p o s i 
t i o n s  o f  c l e r k  GS -1 , 2 an d 3 , a c c o u n ti n g , m i l i t a r y  pay  an d r e l a t e d  

■ p o s it io n s  GS-U an d 5 , s te n o g ra p h e r  GS- 3,  an d 5 ; c a rd  pu nc h o p e ra to r  
GS -2 an d 3» o f f i c e  m ac hi ne  o p e ra to r  GS- 2;  bookkeep in g  m ac hi ne  o p e ra to r  
GS- 3,  and- o th e r  m is c e ll a n e o u s  p o s i t i o n s .  In  a d d i t io n  t o  p ro v id in g  h ig h  
c a l i b e r  s t a f f i n g  s e r v ic e s  fo i’ th e s e  p o s i t i o n s ,  he  h a s , d u r in g  th e  r a t i n g  
p e r io d

w

4

a .  C onduct ed  an  u n d e r - u t i l i z a t i o n  su rv e y  w hic h in v o lv e d  se n d in g  
q u e s t io n n a i r e s  t o  a l l  em plo yees , re v ie w in g  r e p l i e s  t o  d e te rm in e  w h e th er 
em pl oye es  met  c r i t e r i a ,  c o u n s e li n g  a l l  em pl oye es  who r e p l i e d ,  an d 
p re p a r in g  a  r e p o r t  o f  th e  r e s u l t s .  • .

Bu y U.S. Savings Bonds Regularly on the Payroll Savings  Plan PLATE HO. IS E03

4
♦
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d . Conducted, part of a series of motivational conferences for 
Neighborhood Youth Corps enrollees which he had planned (enclosure (l), 
prepared by Mr, Oliver).

c. Made recruitment visits to two colleges.

d. Completed his service as NFC representative for the Educational 
Program which provided college courses to Federal employees in the
New Federal Office Building.

e. Handled arrangements for employment of a mental retardate, 
including submission of all necessary documentation.

f. Was primarily responsible for day-to-day operations of the 
Neighborhood Youth Corps, Women's Job Corps, Wilberforce Co-Op, and 
Student Aid Programs. This involved responsibility for approximately

F 60 young people, arranging for their placement, counseling them, arrang
ing for them to receive pay, settling problems and continually arrang
ing for replacements. (NYC rolls fluctuate continually, WJC enrollees 
remain on the job six weeks, and Co-Op students remain for three months. There has been little turnover among student aids.)

g. Served as treasurer for the Society for Personnel Administra
tion, Cleveland Chapter.

h. Spoka<at a career day and participated in a job center at local 
high schools.

These accomplishments occurred during a three-month period during which 
' Mr. Oliver was away from the office for two weeks attending a Management
Development Program.

Adaptability. Mr. Oliver's ability to adapt to changing requirements 
of the job is indicated by the variety of the accomplishments listed 
under the Quantity factor justification. The esteem with which he is 
held by his colleagues in the personnel field is demonstrated by his 
election to the office of the Cleveland Chapter, Society for Personnel 
Administration.

44-3 77 0  - 75  - 11

2
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-• P E R F e. Trt A N C E Al’ P R A I S A!

* M N D K rt 1 2 * 1 30/ 1 ( R E V.  ?- C 5)

□
T H R t t   M O N T H  
O N

A F T E R .  A P P O I N T M E N T | ~ 3 -  T H R E E  H p N T r L S  A T 1 E R  P O S I T I O N   C H A N C E □

N A M E - P O S I I I I U I ,   T l t t l .   Cft A b C   G  S - 2 1 2 - 9 O R G A N.  S Y M B O L

.  v _ y ?   _ _ _ _ F e r c  o  m e l  S  p e  o i e J i n - r e

T h i s   i s   i n   c . a l u » t i o n   o f   c u r r e n t   p e r f o r m a n c 

o f   p e rf o r m a n c e   o v e r  a  s p e c i fi e d   p e ri o d  o f   t i

d u n lio p p o s e d   t o   t h e   P e rf o r m a n c e   li f t i n g   w hi c h   i s  

C h e e k  o n l y t h o s e   it e m s   w hi c h   c a n  b e  e v a l u a t e d   i n   c o n 
n e c ti o n   w it h   t h e   e m p l o y e e ’ s  c u r r e n t   p e rf o r m a n c e .  T h e n ,  b c a ri n g  t h e s e   f a c t o r   r a ti n g s   i n   m i n d ,  c o m pl e t e

t h e   n a r r a ti v e   p o r ti o n   o f   t h i s   a p p r a i s a l.   C o n s i s t e n c y   b e t w e e n   t h e   f a c t o r   r a ti n g s   a n d  t h e   n a r r a ti v e   e v a l 

u a ti o n   s h o u l d   b e  c l e a r l y   i n d i c a t e d .   C or ii e n t s   a r c   r e q u ir e d   f o r   e a c h   n a r r a ti v e   it e m   i n   P a r t  R .

P A R T   A

P E R F O R M A N C E   E V A L U A T I O N
N O T

A P P L I

C A B L E

S A T 1 S F A C T O R Y

u n s a t i s 

f a c t o r y

O U T

S T A N DI N G

HI C H L Y

• S A T I S 

F A C T O R Y

M E E T S

N O R M A L

S T A N D A R D S

L O W

S A T I S 

F A C T O R Y

1.  V O L U M E O F  W O R K  P R O D U C E D X
•

2 .  Q U A L I T Y  O F  W O R K  P R O D U C E D  ( C O N SI D E R  A C C U R A C Y, 

P R E S E N T A BI L I T Y.  C A LI B E R  O F  P R O D U C T! X

3 .  S U B J E C T  M A T T E R K N O W L E D G E
X

4 .  A B I L I T Y   I N  O R A L  E X P R E S SI O N X

5 .  A B I L I T Y   I N   W RI T T E N  E X P R E S SI O N X
6 .  A 0 A P T A 9I L I 1 Y   T O W C R K C H A N G E S A N D P R E S S U R E S 

( C O N SI D E R   V E R S A T I L I T Y .  A C C E P T A N C E Or  C H A N G E) X

7 .  E V E N N E S S O F  T E M P E R  -  M A T U R I T Y O F t E M P E R A M E N T
X

8 .  C O N T RI B U T I O N  T O  E F F I C I E N C Y A N D  E C O N O M Y X

9 .  I N I T I A T I V E X

1 0. J U D G M E N T
X

1 1. A B I L I T Y   T O  A N A L Y Z E  P R O B L E M S'
X

1 2. C R E A TI VI T Y  I N  S O L VI N G P R O B L E M S
X

1 3. D E P E N D A B I LI T Y   ( C O N SI D E R   A T T E N D A N C E,  P R O M P T N E S S, 

A N D  R E L I A B I L I T Y   I N   W O R K  P E R F O R M A N C E) X
1 4. A B I L I T Y   T O W O R K H A R M O NI O U S L Y  WI T H  S U P E R VI S O R .

C O- W O R K E R S  A N D  S U B O R D I N A T E S X X

. 1 5. A B I L I T Y   T O M E E T A N D  D E A L  WI T H   T H E  P U B LI C X

F O R  S U P E R V I S O R Y   E I P L O Y E t S

V

1 6 . A B I L I T Y   T O M E E T U N I T   P R O D U C TI O N  R E Q UI R E M E N T S

( G E T  T H E  J O B  D O N E)

1 7. A B I L I T Y   T O  DI R E C T  A N D M O TI V A T E  P C O P L E

1 8. A B I L I T Y   T O J R A I N   A N O D E V E L O P  S U B O R DI N A T E S

1 9. A B I L I T Y   T O P L A N  A H E A D A N D  A N TI CI P A T E  N E E D S
A.

2 a  d e m o n s t r a t e d  i n t c r e c t i n  o v e r a l l  m a n a g e m e n t

O B J E C T I V E S

*

( O VI. H)

*
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PA RT B____________________________________
IN  WHAT WAVS IS  IN IS  IM P IO V I!  f « > I IC U U « L »  EFFEC TIV E?

Mi’. Ol ive r hro ufht  a. vee-lth of  m tu ri ty , expe rience in  re la te d  fi e ld s , and an cxcc ll; ;.. , educa tional  lacl:3'.*>ia?d to  the po si tion  of Foreonnel St af fin g Spec ia li st . lie ra pi dl y Crisped the  te ch ni ca l asp ec ts of  Federal pers onn el procediuvs end the philosophy  of  Fed era l per son nel  vork.  lie is  par ti cu la rly  outetandiny, in  h it  public re la tions  ab il it y  h is  cre a ti v it y , and li is  opp ress ive  approach to  job re la te d  prob lem.
~2~. IN  WHAT NAYS CAN T H IS  lu P L O Y If  IMPROVE C F F t C T I V Cli C S S ON TKt JOB?

Mr. Oliv er ’s ef fe ct iv en es s v i l l  continue to  improve as  he lias the  oppor tun ity  to 
acq uire core ltiovledpe and expe rience in  th e te ch ni ca l phases of  the Fed era l personnel fi e ld .

3 .  WHAT EF FO RT S TONARO SE L F -  0 E V E L OPK EH T HAS T H IS  EM PLO Y EE .V ID E? (C O NSID ER O N -T H E -J O B  IMP ROVEMENTAS WELL AS O F F -T H E -J O U  EF FO RT S M AD E .)

Mr. Ol ive r Tril l rec eive  a Mas ter’s Pegree in  Personne l on l Guidance in  June. I’o has al so  att ended ccvraos Given by the Civ il Serv ice  Cc .ni ssion  end has spent much of  h is  ovn t in e  in  deve loping knowledges and s. 'd ll s re la te d  to  the person nel  fi e ld .
4 .  WHAT T R A IN IN G  OR DEVELOPMENT AID  SHOULO BE PROVIDED  FOR T H IS  EMPLOYEE? (S UPERVIS OR ANO EMPLOYEE 

SHOULO ATTEMPT TO AGREE ON AN IN D IV ID U A L  DEVELOPMENT PR OG RA M.)
Mr. Ol ive r is  lea vin g the I f f  in  Ju ly . Unt il th a t ti n e , a l l  the  celf-development f a c il it ie s  of  the orc wi izn tion v i l l  ba node av ai la bl e to  hiu.

5 .  WHAT IS  T H IS  EM PLOYEE'S  A TTIT UD E TOWARD H IS  FO RK , IN C LUD IN G  IN TEREST IN  ANO EN TH USIASM  FOR H IS  JOB?
Mr. Oliv er ’s a tt it ude toward h is  job r.nd the Favy Finance Center is  po si tive  and en th us ia st ic . Eis  th in ldng  io  cr ea tiv e and he is  co nt inua lly  sugg esting innovations.

6 .  OVERALL APP RAIS AL OF EM PL OYEE ’ S PERFORMANCE ANO CAPA CIT Y FOR DEVE LO PM EN T.
Mr. Oliver  i s  an ou tstandin g s ta ff  member. His lo ss  to  the FFC v i l l  be gr ea t.  Chore is  no doubt of  h is  a b il it y  to  advance to  much hig he r un it s in  the  person nel  fi e ld .

£ - 7  - 4 Z "
7 .  COMMENTS OF REVIE W IN G O F F IC IA L

A PPR A IS IN G  O F F IC IA L ’ S SIGN AJ URE

, - K m  vpic^n?

□ ,

□  MY CO

IT  IN O IC A T E S  NE I THER

SE PARA TE MEMORANDUM TO 8E ATTACHEO  TO

EM PL OY EE ’ S SIGN AT UR E

SHO NFC I2 U 3 0 /I  (BACK)
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© A

A P P R A IS A L  O F  P E R F O R M A N C E

(Use  bo ll poin t pen . Ch eck a ll  copie s to be sure they  are co mpleted  c le a rl y .)  
P rin t or  Typ e a ll  Id e n ti fy in g  In fo rm at ion

©  s o c . s e e . NO. (7 )  NAMC (L aat,  r i f t .  Middle  In it ia l) ®  IA GENCYI (B UREA U OR O FFIC E!
ISKRA

2 9 6 - 1 2 -8 7 0 7 O l i v e r ,  V i n c e n t  T . O f f i c e  o f  t h e  A d m i n i s t r a t o r ,  CAAM
(V ) GRAD E(DIV IS ION! PO SITION  T IT L E <T) SU PE RVISO RY PO SIT IO N* ®  SE RIES

O f f i c e  o f P e r s o n n e l  li sn a g e m e n t
□  ’ « !  NOP e r s o n n e l S p e c i a l i s t

NAME OF  RATE R <T) SOC. SE C.  NO.

H. H . W h it e 0 3 9 - 1 2 - 7 8 7 9
NA ME OF  REVIEW ER ©  SOC. SE C. NO.

P .  0 .  N o r d s t r o m 5 7 9 - 3 6 -8 5 5 2

RE V IE W ERS POSI TION  T IT L E

C h i e f ,  P e r s o n n e l  O p e r a t i o n s
B r e a c h

RATE R S PO SITION  T IT L
S u p v .  P c r c o n n s l  

M an ag e m e n t S p e c !p c c la L ls t

0 8 - 1 2 - 7 0
O F F IC IA L  USE O NLY - PE RSO NN EL

MOO CO VE S
,m  2 / 7 0  

8 / 7 0

©  I

INST RU CT IONS  FOR RATING O FFIC ER -  Ro te the  em ployee  on each  fa cto r,  in clu din g the overa ll app ra isa l by p la cin g 
on “ X ”  in  the  ap pr op ria te  box.  If  you  wish to  comment  on any ra ting, you  may do so in the  space pr ovide d. Re ference 
by item number.  If  you do no t feel  that  you are  q ua li fi e d  to ro te  the em ployee  because of the  tim e su pe rv ised , cons ult w i: 
h is  pr ev ious  su pe rv isor . Omit any ite ms (by markin g them  N .A .)  which are  no t app lic ab le  to the pos it io n  or which are 
no t app lic ab le  because o f la ck  o f opport un ity to ob se rve the em ployee .

On each ite m, se le ct the  one  descrip tion  which  be st  chara cte rizes the  em ployee  you  are  evalu ating. If  a la rge number 
o f em ployee s in the  same grade  and  se rie s were ra ted,  ty p ic a l pe rfo rm an ce  co uld be ex pe cted  to be de sc ribe d by the  c. 
a ltern a tive , w ith  abou t 38% of em ploy ee s ra ted on th is  a lte rn a tive . Abo ut  24% of em ployee s wo uld be ra ted on b.; 
obo ut 24% on d.;  only  7% on a. ; and on ly  7% on e. A fte r pe rfo rm ing yo ur ra tings , you may w ish to re view and poss ib ly  
adju st them in re la tion  to th is  standa rd.

A fte r co mplet ing yo ur ra tings, in c lu d in g  the  o v e ia ll  appra isa l,  fo rw ard th is  form  to  yo ur im med iate  superv isor who w il l 
serve  as re viewer.

INST RU CT IONS  FOR RE VIEW ING O FFIC ER — Exam ine  the in d iv id u a l ra tings and the overa ll ra ting made by the  Ra t
ing O ff ic e r and in dic ate  in the space pro vide d an y d if fe re nces you may have w ith  the  Rat ing O ff ic e r’ s evalu a tions. 
Re ference by item number. Furn ish any comm ents you w ish in  the space pr ov ided .

©  1.  P R O D U C T IV IT Y
f I Ten ds to  be a b o tt le  nec k in g ett in g  th e work  out.
□  b . Not  qu ite os p ro ducti ve as mo st em plo yees in th is  kind 

of jo b.
C.  H andle s ob ou t th e no rm al  work lo ad, 
d. Turn s ou t mo re work th on  m ost .

I I •  • H an d le s an  u n u su ally  la rg e vo lu m e of w ork .

©  2. Q U A L IT Y  OF WOR K
CZ3 • •  H is  wo rk fr eq u en tl y  conta in s an  unaccep ta b le  p erc en t

ag e of er ro r or show s ev id ence of  poor ju dgm en t.
Q  b. D o es n 't  se em  to  ha ve  qu it e enou gh  co ncer n ab ou t th e 

-  q u a li ty  of h is  work .
f I Q u o li ty  of work  is ob ou t th e some as  th ot of most 

em plo ye es  of  th is  gra de ond ty pe of work .
d  d. N earl y  a lw ay s tu rn s out  a ve ry  good |ob.
( I «• A n yth in g  he does , he does  alm ost to  p erf e c ti o n .

©  3 . K N O W L E D G E  R E Q U IR E D  B Y T H E  JO B
I I o- Hondic opped  quite often  in h is  wor k because of  his 

lo ck of  know le dge, u nders ta ndin g , or in fo rm ati on .
□  b. Is n ’ t qu it e up to par w it h  re spect to  th e kn owle dge

ond in fo rm ati on  re quired by h is  job. 
d  «• Has  odeq uat e know le dge to  do a sa ti s fa c to ry  job.
( 1 4 . Has  more |o b -r elo re d  in fo rm ation at h is  finger tips

th an  most in  th is  lin e  of work .
CZ3 <•  F re q u e n tly  su rp ri ses by hav in g know le dge ond  in fo r

m atio n he w o u ld n ’ t be expecte d  to hav e.
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©  4 . D E G R E E  O F  S U P E R V IS IO N  R E Q U IR E D
I I O- R equir es co nsto nt su p erv is io n  or d ir e c tio n .
I I b . Goe s to  h is  superv is or or superior fo r help  more often  

th on  se em s n ecessary .
f ~ l  c . A cts  on h is  ow n in a c t iv i t ie s  th at ore usu al to  his  work , 
d  d. R eq u ir es le ss d ire e ti o n  or su p erv is io n  th on  most em 

p lo yees of h is  gra de in  his  kind of work .
f 1 • -  Goe s ah ead  on  h is  ow n w it hout ony su p erv is io n .

©  5. IN IT IA T IV E
□  o . Seem s to  asp ir e  tq noth in g hig her;  fr eq u en tl y  sh irks

re s p o n s ib il it y .
C 3  b . So mew ha t la ckiX g in d ri v e; se em s re lu c to n t to acce pt 

dele g ate d  re s p o n s ib il it y .
I I C. A ccep ts  ond  d is charg es dele g ate d  d u ti es  w il li n g ly , 
d  4 . Is  mo re w il li n g  and able  th an  mo st to  as su me ad d i

ti o n a l d u ti es  even  be yo nd  h is  gra de le v e l.
□  • •  A ”  s e lf -s ta r te r "  wh o genera te s wor k and to ke s on

g re ate r ond  gre a te r re s p o n s ib il it y .

©  6 . A B IL IT Y  T O  L E A R N
I 1 • •  R es pon ds ra th er s lo w ly  ond w it h  poor under sta ndin g.
Q  b . H as  so m ewhot more d if fi c u lt y  th on  mos t in  ca tc hin g 

on to  th in gs .
I I C.  L earn s as q u ic k ly  as  th e nex t per so n in  h is  grod e ond  

ty pe o f w ork .
d  4 . Not li k e ly  to  miss th e p o in t,  le ar ns new th in gs  e a s i ly . 
f 1 • •  Hos  an  ex tr ao rd in ary  o b il it y  to  le orn  ne w th in gs  ond 

to  gra sp id e as . *
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s t C . J H O . N A M E  ( L a s t,  F lr a t,  Mi d d l e I n it i a l) A C E N C V

HS M H A

2 9 6- 1 2- 8 7 0 7 O li v e r , Vi n c e n t T . O ff i c e of t h e A d mi nis t r a t o r C A A M

( T o)  7 .  A T T E M P T S  T O  I M P R O V f

(  |  o .  C o n t e n t t o d rif t,  g e n e r a ll y  u n r e s p o n s i v e t o  e ff o rt s  t o  

h e l p  hi m  d e v el o p .

(  |  b .  T ri e s  t o i m pr o v e w h e n  a s k e d  t o d o  s o .

C.  S h o w s i n t e r e s t  i n  tr yi n g  t o c o rr e c t h i s  d e fi c i e n c i e s ,  

d.  Q u it e  o ft e n g o e s  o u t of  hi s  w a y  t o  tr y  t o  i m pr o v e h i s  

s k il l s  or k n o w l e d g e.

(  |  e .  C o n s t a n tl y t ri e s ,  b o t h of  w o r k  a n d o n  hi s  o w n ti m e , t o  

l e ar n  n e w t h i n g s  t h a t w il l  ai d  i n  h i s  w or k a n d c a r e er  

d e v el o p m e n t.

®   8 .  C A P A C I T Y  F O R  D E V E L O P M E N T

f  |  o.  H o s  j u s t a b o u t r e a c h e d h i s  li m it  f or  d e v el o p m e n t.

( 7 ]  b .  P o t e n ti o l f or d e v el o p m e n t r a t h e r li m it e d .

( _ _ J  c .  A b o ut o v e r a g e  i n hi s  d e v el o p m e n t  p o t e n ti a l.

R ]   d .  M a s m o r e t h a n  u s u al  p o t c n ti o l  f o r d e v el o p m e n t.

[  |  e .  H o s o u t s t a n d i n g  d e v el o p m e n t  p o t e n ti o l.

©   9 .  I N T E R E S T   I N  W O R K

(  |  o .  A p p e a r s  b o r e d  w it h  hi s  w o r k .

( 7 ]  b .  S o m eti m e g i v e s t h e  i m p r e s s i o n  of  l a c k  of  e n t h u si a s m .  

f  1  C.   S e e m s  i n t e r e s t e d  i n  p r e s e n t  | o b.

J C ]  d .  A l m o s t a l w a y s e n g r o s s e d i n h i s  w o r k .

(  |  e .  S e e m s t o  fi n d  hi s  w or k  e x tr e m e l y  f a s c i n o ti n g  o n d  

s ti m u l a ti n g .

< £ D  1 0 .  P E R S I S T E N C E
|  |  a .  F r e q u e n tl y  f a il s  t o  fi n i s h  w o r k h e  h o s  s t a rt e d .

(  |  b .  H o s o t e n d e n c y t o  g i v e  u p if  t h i n g s  d o n't  g o ri g h t.

( 7 J  c .  C o n b e  d e p e n d e d  o n t o  f o ll o w  t h r o u g h  or. m o s t  j o b s.  

X ]   d .  P e r s  i s t e n t  i n  tr yi n g  t o  d o  t h e  w o r k  i n s p it e of d if 

fi c u lt i e s .

(  |  e .  J u st  w o n ’t  g i v e  u p o n d  g et s w or k d o n e e v e n   i n t h e  

f a c e o f o v e r w h el m i n g  o b s t a c l e s .

O   1 1 .  I N D U S T R I O U S N E S S

|  |  o .  T ri e s  t o  g e t o u t o f w o r k ,  d o i n g  j u st   e n o u g h  t o g et  b y.

|  |  b .  T e n d s  t o d a w dl e  or s o c i a li z e  t o o  m u c h.

|  |  C.  W o r k s  w e ll   w it h o u t  p r o d d i n g.

[  |  d .  W o r k s  h a r d a n d  s t e a d il y  o n a s si g n e d  t a s k s o n d  d o e s  

e x tr a  w o r k w il li n g l y .

X )   • •   P u t s  e v e r y  p o s s i b l e  e ff o rt  i n t o  hi s  w o r k .

O   1 2 .  A T T E N D A N C E  A N D  P U N C T U A L I T Y

(  |  o .  T a k e s   l o n g er  or m o r e fr e q u e n t b r e a k s  t h a n  m o s t;  

t e n d s  t o  t a k e  a d v a n t a g e of  l e a v e  p ri v il e g e s .

|  |  b .  T a k e s  a u s u al  a m o u nt  of  ti m e  f or b r e a k s ;  r e q u e st s  

l e a v e  i n a d v a n c e, b ut  i s n ’ t m u c h  c o n c er n e d o b o u t 

t h e e ff e c t h i s   l e a v e w il l  h o v e o n t h e  w or k  l o a d.

|  |  c .  U s u a ll y  m o k e s  s u r e  t h at  h i s  c o ff e e b r e a k s  a n d

l e a v e d o n o t  i n c o n v e n i e n c e  t h e r e s t o f t h e  s t a ff .

|  1  d .  M o k e s  o p o i n t  of  al w a y s  tr y i n g  t o b e o n t h e  | o b  o n d

X  ]  • •   E x tr e m e l y  c o n s c i e n ti o u s  a b o u t  hi s  a tt e n d a n c e a n d  

p u n c t u a li t y .

£ 5 )  1 3 .  S U B O R D I N A T I O N  O F   P E R S O N A L  I N T E R E S T S

|  |  a .  P u t s  hi s  o w n  i n t e r e s t s  fir s t,  fr e q u e n tl y  t o  t h e 
d et ri m e n t of h i s  w o r k .

Z  1  |  b .  H a s  t e n d e n c y t o  w a s t e  w o r k i n g ti m e  t e n d i n g  t o  

t h i n g s  of  p er s o n al  c o n c er n .

f ~ ~l  c .  L i k e  m o st,  o c c a s i o n a ll y  a ll o w s  p er s o n al  a n d o u t s i d e  

i n t e r e s t s  t o  e n t e r t h e  w o r k  s it u a ti o n .

I D   <*•  D e fi n it e l y  p u s h e s  p er s o n al  i n t e r e s t s  a s i d e o n d  c o n 

c e n tr a t e s e n tir e l y  o n hi s  w o r k .

( “ J   •  .  W il l d i s r e g a r d  h i s  p er s o n al  i n t e r e s t s  o n d  w e lf o r e ,  if  

n e c e s s a r y ,  f or t h e a c c o m p li s h m e n t  of  t h e w o r k .

f j )   I d .  A B I L I T Y  T O  D E A L  W I T H   P E O P L E  O U T S I D E   T H E  

I M M E D I A T E  W O R K  G R O U P

[  1  a .  T e n d s t o  c r e a t e  pr o b l e m s  i n h i s  o u t s i d e  c o n t a c t s .

|  |  b .  O c c a s i o n a ll y  h a s d if fi c u lt i e s   i n d e a li n g  w it h  t h e

(  1  c .  G e t s  al o n g  q u it e  w e ll   i n hi s  t e l e p h o n e o n d p er s o n al  

c o n t a c t s  o u t s i d e  t h e  i m m e d i a t e  o f fi c e .

[  |  d .  D o e s  a c o m m e n d a b l e  , o b of  d e a li n g  w it h  p e o p l e  o u t

si d e t h e w o r k  g r o u p .

X e .   H o s  o n  u n u s u al  k n a c k f or  p u b li c  r e l a ti o n s ,  e x c e p 

ti o n a ll y  s u c c e s s f u l  m  d e a li n g  d i p l o m a ti c a ll y  w it h  

c o m p l a i n t s  a n d  i n  e li c it i n g  c o o p e r a ti o n  fr o m  o t h e r s .

1 5 .  A B I L I T Y   T O  W O R K  W I T H  O T H E R S
(  ]  a .   D e fi n it e l y  n o t a t e a m w o r k e r;  a d j u s t m e n t s  h a v e t o  b e 

or s h o ul d  b e  m o d e  t o a ll o w  hi m  t o  w o r k a l o n e .

(  |  b .  W a nt s  t o  d o t h i n g s  hi s  o w n w a y  m o r e  o ft e n  t h a n   i s 

d e s ir a b l e ,  c o n ’ t q u it e  o c c e p t b ei n g  o n l y  o n e  of  t h e

X  ]  c .  A n  a v e r a g e t e a m w o r k e r,  h o s  n o p a rt i c u l a r  d if fi c u lt y  

i n  a d j u s ti n g  h i s  w o r k  t o  t h a t of  o t h e r s .

(  |  d .  Q uit o c o o p e r a ti v e  o n d a b l e  t o m e s h h i s  w or k  w it h  

o t h e r s  s o o s  t o  a c c o m p li s h  a j o i n t e ff o rt .

(  |  e .  R e g o r d e d  o s  o n e x c e ll e n t  t e o m w o r k er ,  h a s a n o ti c e 

a b l y  g o o d e f f e c t  o n  a n y w o r k  gr o u p.

O   1 6 .  F L E X I B I L I T Y
|  ]  o.  V e r y  ri g i d  a n d  o p i n i o n a t e d ;  o n c e h e  g et s  o n  i d e a ,  i t ’ s 

al m o st  i m p o s s i b l e  t o  c h o n g e  hi m .

(  |  b.  Q u it e d if fi c u lt  t o g et  hi m  t o  s e e a n y p o i n t  of  v i e w  

d if f e r e n t  fr o m  hi s  o w n.

(  |  c .  C o n m a k e  c h a n g e s  t o a d j u s t t o  n e w cir c u m s t a n c e s  or 

i d e a s .

X ]   d.  A d o p t s  w e ll  t o  c h a n g i n g  cir c u m s t o n c e s  .
(  |  e .  U n u s u o l a b ili t y  t o  a c c e p t  n e w  i d e a s  or t o  r e c o g n i z e

w h e n  h e  i s wr o n g  o n d c h o n g e  hi s  v i e w p o i n t.

O   1 7 .  R E S O U R C E F U L N E S S
(  |  a .  H a s  c o n s i d e r a b l e  d if fi c u lt y  i n d e a li n g  w it h  a n y t h i n g  

o ut  o f t h e o r d i n a r y   r o u ti n e.
( 7 1  b .  T e n d s  t o  r e l y  o n  s o m e o n e  e l s e  w h e n  p r o bl e m s  a r i s e .

|  |  c .  K o s  n o  tr o u b l e  d e a li n g  w it h  u s u al  pr o bl e m s  t h at  a ri s e  

i n  t h e c o u r s e  of  w o r k .
( 7 1  d.  C a n  fi g u r e  o u t h o w  t o h a n d l e  o il  b ut  t h e  m o s t d if 

fi c u lt  pr o bl e m s w it h  w h i c h  h e  i s c o n fr o n t e d .

R 3   e .  I s n ’t st u m p e d  b y a n y  p r o bl e m s  i n h i s  w o r k ,  if  h e  

d o e s n ’ t k n o w  t h e a n s w e r,  h e k n o w s  h o w t o  g e t  it .  

o   1 8.  O R I G I N A L I T Y
|  |  a .  D e f i n it e l y  n o t  i m a g i n a ti v e , w o it s f o r  o t h e r  p e o pl e  t o 

f u r n i s h  t h e  i d e o s .
|  |  b .  S o m et hi n g  o f o r o u ti n e w o r k e r,  w h o o n l y  i n fr e q u e n tl y

c o n tr i b u t e s  o n y t h i n g  n e w .

( 7 3  C.   C o m e s  u p w it h  a n e w  i d e a  n o w  a n d t h e n .

X ]   d .  H o s  m o r e  i m a g i n a ti o n  t h a n  m o st  i n h i s  g r a d e  a n d  t y p e

o f w o r k ;  fr e q u e n tl y  t h i n k s  of  n e w w a y s o f d o i n g  t h i n g s .

(  |  e .  H o s  l o t s  o f  i d e a s ;  c a n al m o st  al w o y s  b e  c o u n t e d o n t o  

p r o vi d e  o n e w  a p p r o a c h .

( 3 j)   1 9 .  J U D G M E N T
(  |  o .  V e r y  e r r a ti c  i n  h i s  a b ili t y  t o  r e a c h  l o g i c o l  c o n c l u si o n s .  
|  |  b .  H o s  q u it e a b it  of  d if fi c u lt y  i n a n a l y z i n g  a v a ri e t y  of

f a c t s  t o  a r ri v e  ot  s o u n d  c o n c l u s i o n s .
[  |  c .  T e n d s  t o  b e  l o g i c a l  i n h i s  o p pr o o c h  t o  p r o b l e m s;  m o k e s  

p o o r- d e c i s i o n s or  j u d g m e n t s  n o m o r e  o ft e n  t h o n  m o s t

X  j  d .  C o n d i s c ri m i n a t e  b et w e e n  r e l e v a n t a n d  ir r e l e v a n t  

d e t a il  t o a r ri v e  ot  g e n e r a ll y  s o u n d  c o n c l u s i o n s .

|  1  e .  A l m o s t  i n v a ri a b l y  a rr i v e s  at  c o rr e c t  c o n c l u si o n s e v e n  

i n t h e m o st  d if fi c u lt  pr o bl e m s.

O   2 0 .  A B I L I T Y  T O  C O M M U N I C A T E
|  |  a .  V a g u e a n d  a m bi g u o u s  i n  e x p r e s si o n  o f i d e a s .

(  1  b .  A b il it y  t o e x p r e s s  h i m s e lf  i s  s o m e w h a t  li m it e d .

(  |  C.   E x p r e s s e s h i m s e lf  w e ll  e n o u g h  t o b e  u n d er s t o o d .

X J   d .  S h o w s o r g a n i z a ti o n  o n d c o n s i s t e n c y  i n  e x p r e s si o n  

of  i d e o s .

( 7 3   •  •  U n u s u al c l a r it y  ar\ d f a c il it y  of  e x p r e s s i o n .

A

O R M M E W - 5 2 5 ( 5 / 6 9 )  P A C E 2
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j o c / se; : .  n o . NA ME <La«r, Middl* /n il ia l) ACEN CV
c J \ n s m i A

2 9 6 -1 2 -8 7 0 7 O l i v e r ,  V i n c e n t  T . O f f i c e  o f  t h e  A d m i n i s t r a t o r ,  C,V.

O VE R A LL APP R A IS A L Compute  an overa ll ra tin g fo r the em ployee  as fo llow s:

1. Assig n a nu mer ical  va lue to the le tt e r ra tin g on eac h item and to ta l the  va lu es. Th e nu m er ical  va lu es to be as sign ed 
are : a = 1, b=2 , c=3 , d=4 , and  e=5.

2.  Co mp ute  on average ra tin g by  d iv id in g  the to ta l o f the nu m er ical  values by the number o f ite ms co mple te d,  i. e .,  the  
to ta l num ber o f ite ms minus  thos e marke d ” N .A .”

3. Place  an " X ”  in  the box  below wh ich co rre sp on ds  to ( is  on the  some row os)  the co mp ute d av erag e r a t in g . ^  y
Tota l of  Value s

<s>

No . Ite ms 2 0

®>

Ave . —4 .1

<3>

O VE R A LL SCORE COMPUTE D AVERAGE DESCRIP TI ON OF
FOR RANKIN G

<S>

RATIN G CAND ID A TE

□ 7 4.5  thr ough  5.0 E xce llen t
6 4.0  ” 4.4 Ver y Good

□ 5 3.5  - 3.9 Ver y Good
□ 4 3.0  ■ 3.4 Good
□ 3 2.5 ■ 2.9 Goo d
□ 2 2.0  •• 2.4 Ad eq ua te
□ 1 1.0  ■ 1.9 U nsatis fa cto ry

Comment on yo ur overa ll appra isa l, st re ng ths and  wea kn es se s o f the em ployee , or any  s p e c if ic  asp ect s o f h is  wo rk . 
Re ferenc e by ite m num ber if  your comm ents re fe r to  sp ec if ic  ite ms.

(D ate)  ; (S igna tu re  o f Ratin g O ff ic er)
(P le ase p ri n t yo ur  name in the

app ro pr ia te  box on the  fi rs t  page)
RE VIEW IN G O F F IC E R ’S COM ME NTS:

FO RM  HEW-S25 (5 /6 9) PA GE  3

ft

L

% q- ■

(J  ,

JL-
■ /

a (S igna ture  o f Revie w in g O ff ic er)
(P le ase  prin t your name in the

app ro pr ia te  box  on thei f ir s t  page)

EMPLOYEE COPY
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H r.  E.  L. E a m o tt
A ss is ta n t D ir e c to r fo r  A d m in is tr a ti on

Pe rson ne l O ff ic e r

MAY 1 9  1972

P crf om a.'ce  A ppra is a l o f Hr. V in cent 7 . O li v er

The pu rp os e o f th ia  memorandem i s  to  o u tl in e  V in ce nt T . O li ver* ?  no r-  
fo r r ,snc<i v h ll c  oc ct rr y’n^ cn  e s ta b li sh e d  C i-14  p o s it io n  a t  th e  s e le c ti o n  
Sr ad a c-f CS -13 .

Hr. O liv e r ’ s nor fo rr on ca  la  ben t re vi ew ed  by  s c c ts s ln g  th re e  m aj or  
re  soon:; i b i l i t i e s .

1

Be bps,  end co ntinues  to  cn m -o li fy , le a d ers h ip  t r a i t s  wh ich  nra 
cr .i ic a  Ji.-.-.ry i i  ev er y tv .;?. V in ce nt -a eno <?f th e v e ry  Few I—- n  
ta in p a  ca pa bl e o f c f f e e t i v a ly  b ala n ci n g th e human eeh sv lo r- fc t c h i l l i , 
vif ch th e ora  •'-v t ie  re qu irem en ts  o f p e tt in g  ,t jo b  dc-ne. lie ha s 
de ve lope d a t ; n  of pe op le  who hs ve  d ig n it y  in  th e ir  work. and he 

• co ntinues  to  Is  an e x c e ll e n t  mo del.

2. r^ ^ .o ~  r v r  AH3

Vin ce nt ha s la ve d a major  r o le  in  cu np or tir q, ad vo ca ti n g , end 
c e l li n g  sennd i'e rs op r.cl  Lisna-'cmcnt p o li c y  by fo rw il  ’"r oce durc s.
For  c: in ~ai e,  P elc p n t’ on o f A n th er? tv , Car ee r Dev clco na nt  pa ch ag c,  
?a; -a-Profe sRjcn .*.l  occh- c-e , end Pro duct :c a Contr ol C ente r.  Il ls  
dc" th  of bcchpre-'o.d end er—er ti r- o . o ft e n  s o l ic i t e d  by  sn oar - 
v lr e r s  in  e th er .-.b i? fu n cti o n s, p r e e t ly  in fl u en ces  th e im prove
ment o f  th e o v e ra ll  Pe rs on ne l iieoa rewe nt  pro gram.

In c-»f r. ic n **» e f t m  e w rlo -* : th e -o o t and d ea l e f fe c t iv e n e s s  
c f  art cr .a ceti v- ca  i t  r e ls t e s  to  h is  t o t a l  ^ erf  d '- e p e e . S in es  
Hr . O li v e r ’ s f 'r '- v a l  I  ha ve h e a d  only  th e h i- h e s t  p ra ic e  fo r  
h ’ s a b i l i t y  th e "1  to  I 1 en rs cn nl r o lr t ic n s h lo  In e ff e c ti r .n  
h is  r o le  .as an c r r c - .t ’ ve in Auv? and ».>rcbcbly more  im po rta nt  as  
on e x a cu t’ va  la  Hea dq ua rters.

Be vu uld ha ve bee n re je c te d  as  a C3- 14  had he met th e H btt te n  Anen-’r o n t end 
fu r r.11 in te n ts  cr.': p. -rre ae c ha t be en  -o rfo m .’ nn c t  th at le v e l  s ’ r.ce th e da y 
he was h iv ed . I  rv to  Hr. O li v e r  c s  cn outs te n din s m an s'er  and p e rso n n el; ct.
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EXHIBIT #3

300 1 Vc azey  T e r r a c e , NW, #920  
W as hin gto n, D. C. 20008 
Ju ne  16 , 1972

Dr . Han s Mark,  D ir e c to r
Ames R ese arc h  C en te r
N a ti o n a l A e ro n au ti c s  and Sp ac e A d m in is tr a ti o n  
M o ffe tt  A ir  Forc e  B as e,  C a li f o r n ia  94035

De ar  Mr . Mark:

I t  wa s mos t i n t e r e s t i n g  to  hav e bee n in te rv ie w e d  by Mr. G le nn  Goodwin on T hurs day  m or ni ng  h e re  in  W as hi ng to n a t  th e  NASA b u i ld in g .  As a r e s u l t  o f  th e  in te r v ie w , I  wo uld l ik e  to  r e q u e s t  th a t  my name be  w i th dra wn  fro m c o n s id e r a ti o n  fo r  th e  pend in g  P e rs o n n e l O f f ic e r  vac an cy  a t  th e  C e n te r .

W hile  I  donot w is h  to  be  in  an y way  c r i t i c a l  o r  p e rso n a l in  e v a lu a t in g  th e  in te rv ie w  w it h  Mr.  Go odwin, i t  may be  h e lp f u l  to  th e  C e n te r to  sh a re  w it h  you my o b s e rv a ti o n s  and im p re ss io n s .

Mr.  Goo dw in 's  open in g  re m ar k w as,  " I  ha ve  t h i r t y  m in u te s !"  a f t e r  a r r i v in g  te n  m in u te s l a t e  fo r  th e  in te rv ie w . We b r i e f l y  d is c u s se d  th e  la c k  o f  c r e d i b i l i t y ,  low  m o ra le  and m in o r i ty  pro ble m s w hi ch  a p p a re n tl y  p r e v a i l  a t  Ames . Mr.  Goo dwin "ca me  a c ro s s "  r a th e r  p o o r ly .He see ms  to  i n te r r o g a t e  w e ll  b u t a p p ea rs  to  be  r a th e r  in e p t  as  an in te r v ie w e r . He seem ed  to  be  u n u su a ll y  p re o cc u p ie d  w it h  th e  ty p ic a l  concern s o f  th e  r e c a l c i t r a n t  b ig o t ,  i . e . , d i s c r im in a t io n  in  r e v e r s e ,  th e  m ea ni ng  o f  th e  word " d is a d v a n ta g e d ,"  th e  " n o t - q u a l i f ie d "  s t e r e o ty pe  re g a rd in g  m in o r i t ie s  and an  a p p a re n t m a rg in a l h y s t e r i a  re g a rd in g  th e  p o s s i b i l i t y  o f  " lo w e ri n g  s ta n d a rd s "  in  h i r in g  m in o r i t i e s .

I t  was  a ls o  i n t e r e s t i n g  to  o b se rv e  h i s  n o n -v e rb a l b e h a v io r , e . g . ,  h i s  s ta c c a to  g r in ,  h i s  eg o nee d to  be  conv in ced  and h i s  a u th o r i t a r i a n  
man ne r. A sp o n ta n eo u s c o n v e rsa ti o n  w it h  a n o th e r  NASA em plo yee , whi ch  m om enta ri ly  i n te r r u p te d  th e  in te rv ie w , am ou nted  to  d i r e c t i v e  q u e s ti o n s  fro m Mr.  Goodwin an d re sp o n d in g  "y es s i r s "  from  th e  em plo yee,  w it h  whi ch  th e  q u e s t io n e r  see me d m os t c o m fo r ta b le . -

D ur in g th e  in te rv ie w , th e  q u e s ti o n  was a sk e d , "How do we ch an ge  th in g s ? "  i . e . ,  em ploy ee  m o ra le , o rg a n iz a t io n a l  c li m a te , m in o r it y  p a r t i c i p a t i o n ,  th e  c r e d i b i l i t y  gap and p e rso n n e l managem ent a t  Ames . Of c o u r s e , th e  q u e s ti o n  in  su ch  a g e n e ra li z e d  form  tu rn e d  o u t t c  be  an  o p p o r tu n it y  fo r  Mr.  Goodwin to  defe nd  h i s  own f e e l in g s  and a t t i t u d e s .  In  so  d o in g , h i s  i n s i n c e r i t y ,  h i s  ne ed  to  " p la y  gam es ,"  h i s  " p h o n in e ss"  an d h i s  in s e c u r i t y
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came th ro u g h  w it h  re so u n d in g  im p ac t.

Mr. Goo dw in’ s c lo s in g  re m ark , se aso ned  w it h  mo re th an  a g ra in  o f  
sa rc asm , w as,  "W el l,  your id e a s  seem to  be  'o r i g i n a l  en ough ' to  g e t 
bac k to  you ar ou nd  n o o n ."  He, o f c o u rse , d i s q u a l i f i e d  h im s e lf  and  
th e  C e n te r w it h  such  a re m ar k as  i t  was vi ew ed  in  th e  g e n e ra l c o n te x t 
o f  th e  t o t a l  in te rv ie w . T her e was no  re a so n  to  r e tu r n ,  an d I  f e l t  
t h a t  he  ha d n o t earn ed  th e  c o u r te s y  o f  a phon e c a l l .

F in a l l y ,  h i s  appea ra nce was  un ke mp t and un be co min g an  e x e c u ti v e  o f  
h i s  ra n k . I  am su re  th e  D ire c to r  o f A s tr o n a u ti c s  i s  h ig h ly  co m pe te nt  
in  th e  u se  o f  th e  s l i d e  r u l e  and th e  a p p l i c a t io n  o f  lo g a r i th m s , b u t 
he  seem ed  sa d ly  la c k in g  in  ma nagem ent s k i l l s ,  r e l a t i n g  to  p e o p le , 
s e n s i t i v i t y ,  s i n c e r i t y ,  s e l f  r e s p e c t  an d an  u n d e rs ta n d in g  o f  b e h a v io ra l 
dy na mic s in  h im s e lf  and o th e r s .  I  wo uld guess  t h a t  he  man ag es  em plo yee 
a u th o r i t a r i a n  s ty l e  sh ro uded  in  c o n tr iv e d  f r i e n d l i n e s s .  I ,  o f  c o u rse , 
wou ld  n o t f i t  i n to  su ch  a wor k env ir onm en t w h il e  I  b e t t e r  u n d e rs ta n d  
th e  re a so n s  fo r  th e  p e rso n n e l pro ble m s w it h  whi ch  your c e n te r  i s  
a p p a re n tl y  fa c e d .

I  do ho pe  you w i l l  re g a rd  t h i s  l e t t e r  as an  e v a lu a t iv e  c r i t i q u e .  I 
am su re  Mr . Goodwin i s  a f in e  ma n, an  o u ts ta n d in g  s c i e n t i s t  and a w e ll  
mea ning  human b e in g . Ho we ve r, mod ern da y p e rso n n e l man ag em en t, whi ch  
w i l l  hav e p o s i t iv e  im pa ct  on  em plo yees , has i t s  g e n e s is  in  chan gin g  
th e  b e h a v io r  and a t t i t u d e s  o f  i n s e n s i t i v e ,  a u th o r i t a r i a n  e g o c e n tr ic  
m an ag er s an d s u p e rv is o rs  who a re  u s u a l ly  un aw ar e o f  how t h e i r  b e h av io r 
im pacts  em plo yees , m o ra le , p r o d u c t iv i ty  and th e  t o t a l  o r g a n iz a t io n a l  
c li m a te .

I  v e ry  much a p p re c ia te  th e  o p p o r tu n it y  to  hav e bee n c o n s id e re d  fo r  th e  
P e rs o n n e l O f f i c e r 's  p o s i t io n .

S in c e re ly ,

V in cen t T.  O li v e r
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EXHIBIT #3

REPLY TO  
ATTN OF: D :2 0 0 - l

NATIONAL aeronautics and space administration
AMES RESEARCH CENTER 

Moffett Field , California  94035

Ju n e  21 , 1972

M r . V in c e n t T . O l iv e r
3001  V e a z e y  T e r r a c e ,  N . W . , #920
W a s h in g to n , D.  C . 2Q 00 8

D e a r  M r . O l iv e r :

I w a s  s o r r y  to  r e c e iv e  y o u r  l e t t e r  of  J u n e  16 s in c e  y o u  w e r e  o ne  
o f th e  h ig h ly  q u a li f ie d  c a n d id a te s  on  o u r  l i s t  f o r  th e  p o s t  of  
P e r s o n n e l  O f f ic e r .  I b e li e v e  t h a t  y o u r  d e c is io n  to  w i th d ra w  
y o u r  n a m e  f r o m  c o n s id e r a t io n  m a y  b e  m is ta k e n  fo r  tw o  r e a s o n s - -  
o n e  i s  th a t  y o u  m ig h t  b e  w ro n g  a b o u t M r . G oodw in . I know  th a t  
in  m y  e x p e r ie n c e  I h a v e  fo und i t  e x t r e m e ly  h a r d  to  ju d g e  p e o p le  
on th e  b a s i s  of s h o r t  a n d  h u r r i e d  in te r v ie w s .  T h e  s e c o n d  i s  t h a t  
th e  C e n te r  i s  m u c h  l a r g e r  th a n  M r. G o o d w in 's  o r g a n iz a t io n ,  a n d  
e v e n  i f  y o u  a r e  r ig h t  a b o u t h im ,  h e  m a y  n o t b e  r e p r e s e n t a t i v e  of 
th e  p e o p le  a t  th e  C e n te r .  A c c o r d in g ly , I h ope  v e r y  m u c h  th a t  
y o u  w il l r e c o n s id e r  y o u r  d e c is io n  and  n o t w it h d ra w  y o u r  n a m e  
f r o m  c o n s id e r a t io n .

S in c e r e ly  y o u r s ,

H a n s  M a rk  
D i r e c to r

44 -377  0  - 75 - 12
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z — NATIO NA L AER ONAUTIC S AND SPACE ADMIN IST RATIO N
A N N O U N C E M E N T  NO.

EX EC UT IVE POSIT IO N VA CA NC Y
C L O S IN G  D A T E

X — S S ep te m ber  15 , 1972

POSIT ION
D ir e c to r  o f  P e r s o n n e l,  NASA S a la ry  Ra ng e:
A NASA Exc ep te d p o s i t io n

$31,0 00  - $34 ,5 00

LOCATIO N
O ff ic e  o f  O rg a n iz a ti o n  and  M anagem en t, O ff ic e  o 
O ff ic e  o f  P ers o n n e l

f A d m in is t r a ti o n ,

AREA
OF

CONSID ERATION

NASA-WIDE
O u ts id e  a p p l ic a n t s  a re  in v i te d  to  ap p ly .

DUTIES:

The D ir e c to r  o : P e rs o n n e l,  NASA, p ro v id e s  th e  le a d e rs h ip  re q u ir e d  to  fo rm u la te , 
rec om me nd , and im plem en t p o l i c i e s ,  s ta n d a r d s , p ro c e d u re s , to  gu id e and  a s s i s t  
NASA ma nageme nt in  th e  e f f e c t i v e  ma nageme nt and u t i l i z a t i o n  o f p e rso n n e l in  th e  
acco m pli sh m en t o f  NASA m is s io n s  and p ro gra m s.  The D ir e c to r  o f P ers o n n e l r e p o r t s  to  
th e  A s s is ta n t  A d m in is tr a to r  fo r  A d m in is tr a ti o n  and i s  r e s p o n s ib le  fo r  th e  de vel opm en t 
and a d m in is t r a t io n  of p o l i c i e s ,  p ro g ra m s,  and p ro ced u re s  in  th e  fo ll o w in g  a re a s  of 
p e rs o n n e l man ag em en t: o c c u p a ti o n a l a n a ly s i s ;  co m pensati on ; r e c r u i tm e n t;  s t a f f i n g ;  
em pl oy ee  per fo im an ce  and  a p p r a i s a l ;  em pl oy ee  de vel op m en t and t r a in in g ;  em ploy ee  
b e n e f i t s  and s e r v ic e s ;  la b o r  ma nageme nt r e l a t i o n s ;  man pow er p la n n in g ; and p e rs o n n e l 
pr og ra m  e v a lu a t io n . The D ir e c to r  o f P e rso n n e l r e p re s e n ts  NASA on v a r io u s  gro ups 
re s p o n s ib le  fo r  rec om me nd ing o r  d ev e lo p in g  fe d e r a l p e rso n n e l p o l i c ie s  an d pro gra m s.
The D ir e c to r  s t r v e s  as  th e  p r in c ip a l  a d v is o r  to  ag en cy  ma nag ement on a l l  m a tt e rs  
r e l a te d  to  lo c a t i n g , a c q u ir in g , d e v e lo p in g , and u t i l i z i n g  an  e f f e c t iv e  c i v i l  s e rv ic e  
w o rk fo rc e . The D ir e c to r  s u p e rv is e s  a s t a f f  o f  ag en cy  p e rso n n e l s p e c i a l i s t s  and  
d i r e c t s  th e  p e rs o n n e l o p e ra t io n s  pro gr am  fo r  th e  H ead q u a rt e rs  i n s t a l l a t i o n .

QUALIFICATIONS:

C a n d id a te s  shou ld  ha ve  a b a c h e lo r 's  d e g re e , and  a d d i t io n a l  e d u c a ti o n  i s  d e s i r a b le .
The y shou ld  ha ve  a p ro g r e s s iv e ly  r e s p o n s ib le  ba ck gr ou nd  and ex p e ri e n c e  i n ,  o r  c lo se  
a s s o c ia t io n  w it h , mos t o f  th e  fo ll o w in g : p e rso n n e l p o l i c ie s  and  p e rso n n e l pr og ra m 
p la n n in g ; manpower p la n n in g ; o c c u p a ti o n a l and s a la r y  a n a ly s i s ;  r e c r u i tm e n t ;  s t a f f i n g ;  
em pl oy ee  pe rf orm ance  and a p p r a i s a l  and  deve lo pm en t;  and  la b o r  ma nageme nt r e l a t i o n s .  
C an d id a te s  shou ld  ha ve  s u p e rv is o ry  a n d /o r  ma nageme nt e x p e ri e n c e  r e l a te d  to  a medium 
to  la r g e  s iz e d  o r g a n iz a t io n . I t  i s  h ig h ly  d e s i r a b le  th a t  c a n d id a te s  ha ve  ex p e ri e n c e  
w it h  o r  kn ow ledg e o f th e  env ir onm en t o f  a re s e a rc h  an d dev elo pm en t o r  a te c h n o lo g ic a l 
o r g a n i z a t i o n , t h a t  th e y  ha ve  some e x p e ri e n c e  in  a f i e l d  a c t i v i t y  o r  e x p e ri e n c e  on  th e 
o p e ra t in g  le v e l  and  th 'a t th e y  ha ve  p e rso n n e l o r  r e l a te d  e x p e ri e n c e  w it h in  th e  l a s t  5 ye a

HOW TO APPLY:

Sen d a com ple te d  S ta nda rd  Form 17 1,  P e rso n a l Q u a l i f ic a t io n s  S ta te m e n t,  o r  a co m ple te d 
resu me to  th e  a t t e n t i o n  o f Mr. C h a r le s  Row, Code BP- 1,  NASA H e a d q u a r te rs , W as h. , D .C .,  
2054 6.

EVALUATION OF CANDIDATES: S e le c ti o n  o f  t h i s  p o s i t i o n  w i l l  be  made from  e l i g i b l e  c a n d i
d a te s  w it h o u t d is c r im in a t io n  fo r  an y n onm eri t re a so n  su ch  as  r a c e ,  c o l o r ,  r e l i g io n ,  s ex , 
n a t io n a l  o r ig i n ,  p o l i t i c s ,  m a r i ta l  s t a t u s ,  p h y s ic a l h a n d ic a p , ag e , mem be rs hi p o r  non
m em be rs hi p in  an  em ploy ee  o r g a n i z a t i o n ,  o r  p e rs o n a l f a v o r i t i s m .
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3001 Veazey Terrace, NW 
# 920 Van Hess North 
Washington, D. C. 20008 
August 29, 1972

Ruth Bates Harris, Director 
NASA Equal Employment Opportunity
National Aeronautics and. Space Administration, HQS/DE

* 7th and Independence, SW
Washington, D. C.

Dear Director:

■* Thank you very much for sending me a copy of the announcement for
the NASA Personnel Officer's position. I heartily commend your 
aggressive minority recruiting initiative. Your initiative warrants 
a response in which I would like to make my position clear at the 
outset in order to avoid a possible waste of my time and that of 
your agency.

I
You may know that I was recently considered for a similar position 
with NASA at the Ames Research Center in California. I withdrew 
my name from consideration based upon the overview emerging from 
the interview and correspondence with the Center Director. Both 
made it patently obvious that the EEO climate at Ames is most 
unhealthy and that the Center is pregnant with "people problems" 
crying for solutions which will only be forthcoming through enlight
ened management practice. What evolved during our exchange was the 
simple and usual paradox that the Center management seems to want 
change without wanting to change anything —  particularly its own 
attitudes, organizational cl?mate and behavior.

At this point in my career, I am seeking, quite cautiously and 
deliberately, a federal management position which will afford a 
truly open opportunity to fully'utilize all kinds of people in a 
federal activity and develop their careers free of discrimination, 
prejudice, traditionalism, unfairness, the "buddy system," et al, 
with particular interest in minorities and women.

As you know, NASA has a long standing reputation as a closed club 
of highly recalcitrant Caucasian males, with their heads buried in 
technology, who resist change in the EEO and personnel management 
areas as a matter of accepted tradition. While there now appears 
to be a fairly aggressive effort.afoot throughout the Federal Career 
Service to recruit and develop,niinorities and women in response to
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mounting pressures, the NA SA  effort in this area seems, at this stage, to be little more than the pursuit of tokenism.

Of course, having been relegated to the "token role" in  several federal agencies during my rapid ascendancy of the federal career ladder, I have no further interest in or need for this kind of 
patronizing sterile position, either for myself or others. If on the other hand, NASA headquarters is genuinely interested in bi -p i  n g  
a pragmatic no-nonsense black change agent, is willing to delegate both authority and responsibility to implement change and the NASA 
management hierarchy is ready to accept and support the leadership of a black manager in this role; then, yes, I would be very much interested in further discussing the position. Let m y repeat, please donot consider me for a sterile management position or a "colored" role. There are many others available, both majorities and minorities, who are eager to accept "management" positions of this type.
Potentially, in NASA or in any other federal agency, the headqna-rt.pT-g Personnel Officer position could be the key management pivotal point through which the design and implementation of enlightened federal personnel management policies and practices could occur in compliance with EO 112+78, the new Title VII provisions of the 196I+ Civil Rights Act and current Civil Service Commission requirements rpga-rd- ing the maximum utilization of human resources.

I am taking the liberty of enclosing a recently published work on the issues at hand, i.e., EEO and Federal Personnel Management along with a copy of my SF-171. I trust yo u will find either or both useful. Please feel no obligation to return them.

Vincent T. Oliver
Enclosures
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NATIONAL AERONAUTICS AND SPACE ADMIN IST RATIO N 
Washington, D C. 20546

September 18, 1972

Mr. Vincent T. Oliver 
3001 Veazey Terrace, N.W. 
920 Van Ness North 
Washington, D. C. 20008

Dear Mr. Oliver:

Thank you for your letter of August 25, 1972, in which you 
enclosed an application for the Personnel Officer position.

I am fully aware of your experience relating to the Ames 
Research Center opening and am most empathetic to the concerns 
and aspirations you expressed. My main motivation in coming 
to NASA is to achieve the goals you so poignantly articulated 
in your letter. I must admit, however, that NASA has a long, 
long journey ahead.

I have referred your application to the Assistant Administrator 
for Administration. I am also sharing it with other top officials 
for consideration. Your continuing interest in NASA is encouraging. 
I hope one day all doubts will be erased as to whether or not NASA 
merits this interest.

Sincerely,
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NATIONAL AERONAUTICS AND SPACE ADMIN ISTRATION 
Was hing to n, D.C. 20546

1 6 JAN 1973

Mr. V in cen t T.  O li v e r  
3001 Ve azey  T e rra c e , N.W. 
#9 20
W as hin gto n, D.C . 200 08

4

Dea r Mr . O l iv e r :

Th ank  you  f o r  th e  s p e c ia l  i n t e r e s t  you e x p re ssed  i n  th e  p o s i t io n  
o f D ir e c to r  o f P e rs o n n e l f o r  NASA. Our  s e a rc h , in te rv ie w , 
re fe re n c e  ch ec k  and  s e le c t io n  p ro c e sse s  ha ve  now be en  co m pl et ed  
and  Mr . Raymond J .  Su mser was s e le c te d  fo r  th e  p o s i t io n .

We a p p re c ia te  your ta k in g  tim e to  mee t w it h  th e e x e c u ti v e  ass ess m en t 
panel and  to  sh a re  w it h  us your vi ew s and  e x p e ri en c e  on p e rs o n n e l 
man ag em en t. The p an e l members we re v e ry  im pre ss ed  by th e  h ig h  
q u a l i ty  o f  th e  c a n d id a te s  and  we re s ti m u la te d  by  th e  ex ch an ge  of 
id e a s  which  we had w it h  you. We wish you  co n ti n u e d  su ccess  in  
your c a re e r  and a p p re c ia te  your p e rso n a l i n t e r e s t  in  th e  p e rs o n n e l 
and  manpower pr og ra m s o f th e  agen cy .

S in c e re ly , /

J j f s r f S " r
Boyd C.  M ye rs , ’l l  
Dep ut y A s s is ta n t  A d m in is tr a to r  
f o r  A d m in is tr a ti o n

E n clo su re  
SF 171
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Mr. Edwards. And now, Mr. Spann Watson.
Mr. Watson, we welcome you.

TESTIMONY  OF SPA NN WATSON

Mr. W atson. Mr. Chairman  and members of the committee, I  want 
to thank you for this opportunity  to appear before you and relay 
some of my experiences with NASA, both in my at tempts to  get em
ployment with NASA, and also in attempting to assist other minorities 
and women to secure employment with NASA.

I, Spann Watson, submit the following statement  which relates to 
my experiences with NASA and i ts equal employment practices. These 
experiences are divided into two parts . F irs t, they  relate to my efforts 
to secure employment for myself, and, second, they relate to my re
ferral of other qualified minority and female personnel to fill NASA 
employment vacancies. These latt er efforts were made mostly in re
sponse to special and repeated requests received by the witness from 
NASA officials or representatives. The period covered by this test i
mony is from December 1964 through June 1973.

I am a retired A ir Force career officer. Most of my career was spent 
in Aerospace operations, including the associated field of communi
cations and mili tary  a ircraf t control. I retired  from the A ir Force on 
December 1,1964.

I considered NASA’s opera tions to be most closely rela ted to what 
my profession had been in the milita ry. And also, NASA, which 
promised to be a new and exciting agency, was expanding. I deter 
mined within my own perspective tha t working for NASA could be 
for me a real exciting second career  where qualifications would not be 
a matter  for question.

I visited NASA Headquarters  here in Washington either in late 
December 1964 or in the early pa rt of 1965. This was immediately af ter 
having  applied and received a civil sendee ratin g under CSC’s Senior 
Level P rogram Announcement No. 408. The rating granted was G S- 
14/15.1 attached a copy of the ra ting  granted to each of my completed 
application forms which I  submitted.

Aft er being informed by persons at the headquarters th at no employ
ment matters were handled  at tha t location, I  was refe rred to the Pe r
sonnel Office at  Universal Build ing at 1800 Connecticut Avenue NW., 
Washington, D.C. I  proceeded to t ha t location forthw ith.

The interviewer, afte r a quick look at the contents of my applica
tion stated  my application would be forwarded to the Board of U.S. 
Civil Service Examiners at NASA’s Goddard Space Flight Center, 
Greenbelt, Md., for evaluation. This was necessary, I was informed, 
to establish a civil service rating for  me.

I pointed out that I had already been graded by the Civil Service 
Commission, W ashington office. I saw no reason to be graded again 
by a lesser CSC office. The response was tha t NASA did not recognize 
CSC ratings outside of NASA and had its own ra ting  system. I did 
not accept the explana tion but I dropped the subject at tha t point.

I pointed out to the interviewer tha t I was available to work at a 
NASA installation anywhere, mentioning  Cleveland, Houston, Bos
ton, and so forth , in addition to Washington and Greenbelt. I left  
sufficient numbers of completed application forms with the interviewer 
to be refe rred to most of these locations. However, I  never heard from
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any other applicat ion except Washington and Goddard Space Flight  
Center.

My visit to NASA was confirmed by a lette r to me dated Febru
ary 26,1965. See copy attached as exhibit 1.

Aft er not receiving a response from NASA for several weeks, I 
visited the personnel office to determine the cause of the delay. The 
response to my inquiry  was that the board o f examiners met a t irre gu
lar times and their actions could not be expedited in these matters.

Considering the time to be in the buildup phase for  NASA, the 
actions and attitude  of the people I met were judged by me to be 
illogical. I would establish the date of these events to have occurred 
in early Apr il 1965 since I  was in Washington at that time pursuing 
other employment possibilities. My last visit to NASA pertainin g to 
this application came in late June  1965 when I  visited the Washing
ton personnel office again. I  suggested t ha t I  visit the Greenbelt facil
ity to inquire about the undue delay and the possibility of early 
employment. The personnel office response was tha t such a vi sit would 
not be practical , and they would check i t out and respond to me in 
New York by letter. Concluding that  all was not well with NASA 
and tha t I was the  victim o f some kind of insincerity, or their s was 
the worst personnel office in existence, I  left the NASA office wonder
ing whether they had ever heard of the newly budding EEO pro
grams. I saw no visible blacks anywhere.

Fina lly in a le tter from the Greenbelt, Md., facility dated Septem
ber 14, 1965, I  received a notice rating from the Greenbelt Board  of 
Civil Service Examiners. The rating granted was GS 13:87 in the 
area of  organizational  and management planning. This  was entirely  a 
new area of performance for me but of interes t since they promised to 
rate me in  an area where vacanies existed. This rating was g ranted 
under Aeronautic  Space Technology, announcement No. 347B. A copy 
of the correspondence is attached as exhibit 2.

I never heard  from NASA again on this application to work at 
Goddard Space Center or NASA headquarters. Prior to  receiving the 
NASA notice of rating I had accepted employment with the F AA as 
an EEO compliance officer.

At the culmination of 23 plus years as a milit ary career officer, my 
aerospace technical skills ran along these lines:

Rated pilot—22 years h igh performance airc raf t operations.
Air  operations manager.
Communication and electronics system manager.
Aircra ft control and ai r defense systems operations—manual, in the 

highest density air  traffic in the world as operator  and manager.
Aircra ft control and a ir defense system operations—semiautomatic, 

in the  highest density air traffic in the world as operator and manger.
Air  defense system evaluator, including airc raft , air  crews, and 

electronic systems, as team member and as team chief.
In late 1969 I received a telephone call from a Dr. McConnell of  

NASA, stat ing he had recently arrived from Cleveland and was as
signed as a Special Assistant to the Adminis trator. I did not know 
Dr. McConnell at the time. One of the th ings he stated he had noted on 
arrival was tha t there were no black people around NASA headquar
ters. I agreed. He then  s tated that he though t now was an opportune 
time to affect some changes. I agreed th at would be a good thing if he
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was in a posit ion  to he lp make  some changes. He  i nd ica ted  t ha t he be
lieved that  he cou ld.

He  th en  s ta ted the  purpo se of  h is c all  w as to seek ass ista nce  in find
ing  some qua lified minorit ies  su itable  f or  emplo ym ent  by N AS A.  F u r
ther , he ha d he ard th at I would be the per son  who cou ld an d would 
ass ist him  in  such  a p roj ect. I a ssu red  Dr. McConnell  th at I  could  ass ist him  an d I  wo uld be ha pp y to do so.

Subse que ntly , I supp lie d Dr . McC onnell with  five to seven ap pl ica
tio ns  fo r Fe de ral emplo ym ent  fro m high ly  qua lified indiv idua ls,  in clu ding  my own ap pli ca tio n. I assure d Dr . McC onnell th a t I  would 
fu rn ish him  as many more and as divers ified as he needed. He was  to 
complete th e interna l h an dl in g o f the app licati ons.

Of th e fir st grou p of ap pli ca tio ns  subm itte d, one ap pl ican t, Mrs.  M arga re t Webste r, a minor ity  fem ale  an d ext rem ely  high ly  qual ified  
comp ute r prog ramer  and comp ute r sys tem s an aly st was inte rviewed.* She was no t emp loyed by NA SA  bu t has  since adv anc ed to  a Gr ade GS  15 in H EW .

I began to pre ss D r. McC onnell fo r some posi tive resu lts.  I  re minded him  of  wh at  he ha d said ea rli er , th at  there were no bla ck  people- aro un d even thou gh  there were size able  numb ers  of high ly  qualified 
mino rity per son s re ti ri ng  fro m the  mili ta ry  services. I  infor me d him  th at  I  ha d m y fingers on th ese  people .

A ft er  severa l inq uir ies  to  Dr.  McConnell , he seemed to become un 
ce rta in  of h is g rou nd . He  final ly refe rre d me to  a Mr.  G eorge V echetti,  the Di rector  of  P rocu remen t fo r NA SA . Mr.  V echetti in tu rn  r eferred 
me t o a Mr.  Ho gan in an othe r are a of  t he  procurem ent office. B ut  no
body fr iend ly  towa rd  minor ity  emplo ym ent thou gh t it  reas ona ble  or wo rth wh ile  to go to the  personnel  office.

As I  rem ember  on my in iti al  conta ct wi th  Mr.  Ho gan, he was a t
tempt ing to g et  a prog ram o f emp loy ing  mino rit ies  off the grou nd , b ut  he was  experi encin g quite  a bi t o f difficulty  i nt erna lly  a nd  had  not  go t 
it  organize d ye t. H e reme mbered  me fr om  his  con tac ts w ith  Dr . McCo nnel l an d w ould co nta ct me in th e near fu ture .

In  e arl y 1970 Mr. Ho ga n con tac ted  me wi th a reques t fo r a com pe
tent  EE O/com pl ianc e officer. At th is  po in t I  coun seled him th at he sho uld  n ot  ask  me fo r people if  NA SA  d id  no t wa nt the “jo b done  in E E O .” He  agree d th at  t hey did . I  t he n re fe rre d him  a su ita ble  a ppli cant,  McDan iels .

The ap pl ican t was contacted, interv iew ed,  and accepted, bu t declin ed to accept  the p osi tion a ft er  he was offered a s im ila r po siti on with  H E W  in New Y ork .
"When I  i nq uir ed  l at er  about the  p rogre ss of th e first  ap pl ican t, Mr.• Ho gan sta ted  they  ha d lost  the first  selectee  to  HEW , and wh eth er  I  

ha d othe r EEO  can did ate s. I  tol d him  I  did , bu t rem ind ed him th at  
it  wou ld ag ain be a mista ke  to  acc ept  my cand ida tes  if  NA SA  was 
insincere. He  assure d me th at now they  were  fo r sure because of ad-- verse  pu bl ici ty  NA SA  ha d rece ived  in connection  wi th  the po verty  
pro gra ms . W e agre ed th is  was fa ctu al.  I  th en  re fe rre d h im Mr. Sam uel  
Ly nn  with a choice  o f oth ers  if  he so d esired . He  accepted and finally  emp loyed Mr.  Ly nn  as an EEO  co ntract  com plia nce  officer.

Dur in g the  sum mer of  1970, the NA SA  Civil  Right s Office con 
tacted  me wi th a reques t to  re fe r a qua lified an d su itable  civ il ri gh ts  ap pl ican t for  th ei r H un tsv ille, A la. , in sta lla tio n.
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I informed them tha t I knew one person who was knowledgeable 
of the region and who was highly qualified with an aerospace technical 
background. This person was available presently in Huntsville. I 
agreed to locate the person—Mr. Freddie Hutchins—and ask him to 
apply for the available position at the NASA Huntsvi lle facility.

In  addition, I  agreed to  contact the appropria te officials at Alabama 
A. & M. College in Huntsvi lle with a specific request t ha t they locate 
and identi fy suitably applican ts for this or other positions available 
at NASA, Huntsville, which would have been a community catalyst 
in regard to the existing local and national opinion toward anything 
associated with NASA. The applican ts applied but never received a 
response from local NASA officials. They filled the position from 
within. Whether the selectee was a suitable facility CR /EEO  officer 
is still a suspect matter.

Contacts were also made in Birmingham, Ala.—Mr. Richard  Ar 
rington , a lawyer—to insure tha t qualified minorities, presented 
themselves for consideration for this available position and for em
ployment in other possible areas. As a result of the overall unsatis
factory  response at all levels of NASA management, persons who 
were freely willing to assist NASA in mending its old ways lost wide
spread credibility in the minor ity community.

In September 1972 I received an urgent request from the NASA 
civil rights office to locate, identify and to submit applications  of 
minor ity candidates for the position of assistant  administ rator  for 
scientific affairs and technical utilization.  In  a rash of telephone calls 
to the west coast, I secured resumes of two of the most qualified people 
I know anywhere, minority or otherwise.

One, an associate professor  at the Navy Post Graduate School at 
Monterey, Calif.—William A. Campbell—with an extensive aerospace 
technical and managerial  background. The other—James T. Wiley— 
a Boeing Air craft Co. executive in charge of the BOAC account for 
the 747 airplane  with an extensive research and development back
ground. Additional qualified minority candidates were submitted for 
the apparent phantom big breakthrough at NASA.

While the NASA civil rights office was informing me t ha t these 
well qualified persons were being duly considered, the applican ts had 
received letters back in California and Washington stating that NASA 
had no positions available for the ir backgrounds and skills. Accord
ing to the NASA civil rights people, this was the occasion when the 
NASA Administrator was expected to make a decided change in the 
direction in which his agency was going. Maybe so, but hard ly this 
trip . See exhibit No. 3.

Fina lly, in December 1972 or Jan uary 1973, the civil r ight s director 
and her  staff felt th at I  would be of some assistance to the NASA EEO  
program if I would apply for the vacancy to  fill the civil rights posi
tion at NASA headquarters .

I explained tha t I would not be interested on the face value of 
NASA's  EEO  posture and its well-publicized history. They insisted 
that they needed my experience and drive to make the NASA head
quarte rs program move forward postively and complement their na 
tional efforts. I  should have known better, but I listened. I felt th at  for 
once we would have a dedicated team anxious to work together fo r an 
effective agencywide EEO program.
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Immediate ly afte r submit ting my application for the headquarters civil rights position I received a lette r from headquarters personnel dated Jan uary 18, 1973, stat ing tha t they had no vacancies suitable for my background. See a ttached NASA letter, exhibi t No. 4.
I responded in a letter of February  7,1973, statin g tha t NASA headquarte rs did, in fact, have such a vacancy. See exhibit No. 5. Their  response was an apology and, well, yes, we do have such a vacancy and it was all an administrat ive error.
I was interviewed by a high-powered panel of headquarters executives including the director of civil rights. The interview was thorough, objective and extended, and also fr iendly. My position during inte rview was that  to be successful in the NASA environment, the CR/EE O officer must be of commensurate grade, have freedom to act, and have the complete commitment of the administration.
In  any situation short of this foundation, the probability of success was small. I t was also clear tha t i f N ASA was still not ready, o r was 

unwilling, to have the EEO function performed, it would probably be unwise to draw me into thei r program.
The selecting official probably sensed what I did—that NASA still was not ready to implement an effective EEO program. And, although I have been reliably informed th at I received a high score by the ratin g panel, I received another cover letter from NASA headquarters personnel office, dated  Ju ne 28, 1973, which stated  th at another candidate had been selected. To this date, the candidate  selected has not filled the vancancy. The previous act ing official is still acting. See exhibit No. 6.And I refer you to exhibit No. 7 as an aerospace qualification summary, and exhibit  No. 8, a qualification summary for EEO and some 

of the accomplishments that  I have had.
Thank you, sir.
[The prepared  statement of Mr. Watson fo llows:]

Statement of Span n Watson

I, Spann Watson, submit the  following  sta tem ent  which relate s to my experiences with NASA and its  equal  employment practices . These exper iences are  divided into  two par ts. First , they relate  to my effor ts to secure employment  for  myself, and, second, they relate  to my referra l of othe r qualified minor ity and  female personnel to fill NASA employment vacancies . These la tte r efforts were made mostly in response to special and  repe ated  requests received by the witness from NASA officials or represen tatives.  The  period  covered by this  testimony is from December 1964 through Jun e 1973.
I am a ret ired Air  Force career  officer. Most of my career  was spent  in Aerospace opera tions , including the  associated field of communications and  mil itary ai rc ra ft control . I ret ired from the  Air  Force on December 1, 1964.I considered NASA’s operations  to be most closely rela ted  to what my profe ssion had been in the  mi lita ry. And also, NASA, which promised to be a new and  excit ing agency, was  expanding. I was  determined with in my own perspective that  work for NASA could be for  me a real exci ting second career where quali fications would not be a  matt er  for question.
I visited NASA He adqua rters here  in Washington eith er in lat e December 1964 or in the ear ly pa rt of 1965. This  was immediately af te r having applied and  received a Civil Service rat ing  under CSC’s Senior Level P rogram Announcement  No. 408. The rat ing  granted was GS-14/15.  I atta che d a copy of the ra tin g granted  to each of my completed appl ication forms which I submit ted.After being inform ed by persons at  the hea dquar ters that  no employment ma tters were hand led at  th at  location, I was  referred to the  Personnel Office a t Universal Build ing at  1800 Connecticut Avenue, NW., Washington, D.C. I proceeded to that  locat ion for thw ith.
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The interviewer,  af te r a quick look at  the  conte nts of my appl icat ion sta ted  
my appl icat ion would be forwarded  to the Board  of U.S. Civil Service Exam
iners  at  NASA’s Goddard Space Flight Center, Greenbel t, Mary land, for evalu a
tion. This was necessary, I was informed, to establish  a civil service rati ng 
for me.

I pointed out that  I had  already  been graded by the Civil Service Commis
sion, Washington office. I saw no reason to be graded aga in by a lesse r CSC 
office. The response was th at  NASA did not recognize CSC rat ing s outside of 
NASA and  had its  own ratin g system. I did not accep t the  exp lana tion  but I 
dropped the  subject at  th at  point.

I pointed out to the interviewer, th at  I was available to work at  a NASA 
ins tal lat ion  anywhere, mentioning Cleveland, Houston , Boston, etc., in add i
tion to Washington  and  Greenbelt. I lef t sufficient numbers of completed appl i
cation form s with the interviewer  to be referre d to most of these locations. 
However, I never hea rd from any other application except Wash ington and 
Goddard Space Flight  Center.

My vis it to NASA was confirmed by a le tte r to me dated Febru ary  26, 1965. 
See copy attached  as Exhi bit  No. 1.

After not receiving a response from NASA for seve ral weeks, I visite d the  P er
sonnel Office to determine  the cause of delay. The response to my inquiry was t ha t 
the Board of Examiners met at  irregula r times and the ir actio ns could not be 
exped ited in these  matter s. Consider ing the  time to be in the buildup phase  for 
NASA, the  actions and att itu de  of the people I met were judg ed by me to be 
illogical. I would establish the da te of these events to have occur red in early 
April 1965 since I was in Wash ington at  that  time pursuing oth er employment  
possibi lities. My las t visi t to NASA per tain ing  to this appl icat ion came in late  
Jun e 1965 when I visited the Washington personnel office again . I suggested that  
1 visi t the Greenbe lt facility  to inqu ire about the undue  delay and  the possib ility 
of ear ly employment. The personnel office response was th at  such a visi t would 
not be practic al and they would check it  out and respond to me in New York by 
letter. Concluding that  all was not well with NASA a nd that  I  was the victim of 
some kind  of insincerity , or the irs  was the worst personnel office in existence , I 
left  the NASA office wondering whethe r they had ever h ear d of  the  newly budding 
EEO programs. I saw no visible minorities anywhere.

Finally  in a let ter  from the Greenbelt, Maryland, fac ility dated September 14, 
1965. I received a notice rat ing  from the Greenbe lt Board of Civil Service 
Examiners. The rat ing  gra nted was GS 13 :87 in the  a rea of organiz ational and 
management planning. This  was ent irely a new area of performance for  me but  
of int ere st since they promised to ra te  me in an  are a where  vacancies existed.  
This rat ing was granted  under Aeronaut ic Space Technology, Announcement No. 
347B. A copy of the  correspondence is atta che d as Exhib it No. 2.

I never hea rd from NASA again on this appl ication to work at  Goddard Space 
Center or NASA Headquarte rs. Pri or to receiving the NASA notice of r ating  I had 
accep ted employment  with  the FAA as an EEO Compliance Officer.

At the  culmination of 23 plus yea rs as a mil itary caree r officer, my Aerospace 
techn ical s kills  ran a long these lines :

Rated  Pilot—22 years  high perfo rmance a ircr af t operat ions ;
Air  Operations  M anager;
Communication and Elect ronics Sys tem M anager;
Ai rcraft  Control  and Air Defense  System Operations— (Manual) in the 

Highest Density Air Traffic in the world as Operator an d M anager ;
Aircr aft  Control and Air Defense  System Operations— (Semi-Automatic 

Ground Environment) in the  Highest Density  Air Traffic in the  world as 
Ope rato r and  Manager ; and

Air Defense System Eva lu at or ; including air craf t, ai r crews and  elec
tron ic systems—as Team Member and as  Team Chief.

In lat e 1969 I received a telephone call from a Dr. McConnell of  NASA, s tat ing  
he had recen tly arrived  from Cleveland and was assigned as a Special Ass istant 
to th e Administr ator . I did  not know Dr. McConnell a t t he time.

One of the things he sta ted  he had noted on arriv al  was th at  the re were no 
black people around NASA Headq uar ters . I agreed.  He then sta ted  th at  he 
though t now was an oppor tune time to affect some changes. I agreed th at  would 
be a good thin g if he was  in a posit ion to help make some changes. He indi 
cated th at  he believed th at  he could.

He then sta ted  the  purpose of his  call, was to seek ass istance  in finding some 
qualified minorities  suitable  for employment by NASA. Fu rth er , he had  hea rd 
th at  I would be the person who could and  would ass ist  him in such a project.
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I assured Dr. McConnell t ha t I could ass ist him and  I would be happy to do so.
Subsequently, I supplied Dr. McConnell with  five to seven app lica tion s for 

Fed era l employment from highly qualified  indiv iduals, including my own ap
plicat ion. I assured Dr. McConnell t ha t I would furnis h him as many more and  
as diversif ied as he needed. He was to complete  the int ern al handlin g of the  
applications.

Of the  first group of appl ications submitted, one applican t, Mrs. Ma rgaret 
Webster, a mino rity female  and extremely  highly qualified computer program
mer and  computer systems analy st was interviewed. She was not employed by 
NASA b ut has  since advanced to a Grade GS-15 in HEW. I began to press Dr. 
McConnell for  some posit ive results. I reminded him of w hat  he had  said  ear lier , 
th at  the re were no black people around  even though there were  sizeable num 
bers of highly  qualified minor ity persons ret iring  from the  milita ry services. I 
informed him tha t I  had my fingers on the se people.

After several inquiri es to Dr. McConnell, he seemed to become uncer tain of 
his grou nd ; he referred me to a Mr. George Vechetti , the  Directo r of Procu re
ment  for  NASA. Mr. Veche tti in turn  ref erred me to a Mr. Hogan in anoth er 
are a of the Proc urem ent Office. But nobody friendly towa rd minority employment 
though t it  reasonable or worthwhile to go to the  personnel office.

As I remember on my ini tia l contact  with  Mr. Hogan, he was attempting to 
get a program of employing minorities off the ground but  he was experienc ing 
quite  a bit  of. difficulty intern ally and  had  not  got it  organized yet. He re
membered me from his  contac ts with  Dr. McConnell and would contact  me in  the 
near fu ture.

In  ear ly 1970 Mr. Hogan  contacted  me with  a requ est for  a competent EE O/ 
Compliance Officer. At th at  point  I counseled him th at  he should not ask  me 
for people if  NASA didn’t want the “job done in EEO.” He agreed th at  they  
did. I then  referred him a suitable  app licant (McDaniels).

The app lica nt was contacted, interviewed and  accepted but  declined to accept 
the  position af te r he was  offered a sim ilar position with  HEW in New York.

When I inqu ired  abo ut the progress of the  first  appl icant, Mr. Hogan  sta ted  
they had lost  the  firs t selectee to HEW and  whethe r I had other cand idate s. 
I told him I did but  remin ded him that  it  would again be a mis take  to accept 
my candidates  if  NASA was insincere. He assured me that  now they  were for  
sure because  of adverse  publ icity  NASA had  received in connection with  the 
poverty programs. We agreed thi s was fac tua l. I then referred Mr. Samuel  Lynn 
with a choice of others if  he so desired.  He accepted and  finally employed Mr. 
Lynn as an EEO Contra ct Compliance Officer.

During  the  summer of 1970, the NASA Civil Rights Office contacted me with 
a request to refer a qualified and  suitable CR ap plic ant  for the ir Huntsvil le, Ala
bama, install atio n.

I  informed them th at  I  knew one person who was  knowledgeable of the region 
and  who was highly  qualified  with  an Aerospace technical background. This 
person  was  ava ilab le presently in Huntsvil le. I agree d to locate  the person  (Mr. 
Freddie Hutch ins) and ask him to apply for  the  available posit ion at  the  NASA 
Huntsv ille  facil ity.

In  addition , I agre e to contact the app rop ria te officials at  Alabama A&M Col
lege in Huntsvill e with a specific requ est th at  they locate and identify suitable  
applicants for  this  or oth er positions ava ilab le at  NASA, Huntsv ille  which would 
have been a community cat aly st in regard to the exis ting  local and national  
opinion toward any thing associated with NASA. The app lica nts  applied but 
never received a response from local NASA officials. They filled th e position from 
within . Whether the  selectee  was a sui tab le fac ility CR/EEO officer is stil l a 
suspect matter .

Contac ts were also made in Birmingham. Alabama. (Mr. Richard Arrington, 
Jr. , 2121 8th Avenue, North)  to ensure  th at  qualified  minorities presented 
themselves for  cons ideration  for thi s ava ilab le position and for  employment in 
other possible areas. As a result  of the  overa ll unsatisfacto ry response at  all 
levels of NASA management,  persons  who were free ly willing to ass ist NASA in 
mending its  old ways lost  widespread cred ibil ity in the minority  community.

In  September 1972 I received an urgent  request from the NASA Civil Rights 
Office to locate, iden tify  and to submit applicat ions  of mino rity candidates for  
the position of Ass istant Adminis trat or for  Scientific Affairs  and  Technical 
Utilization . In a rash  of telephone calls to the  West  Coast, I secured resumes of 
two of the  most qualified people I know anywhere, minority  or otherwise. One,



an Associa te Professor at  the Navy Post  Gradua te School at  Monterey, Cali
forn ia (Wil liam A. Campbell) with  an extensive Aerospace techn ical and man
age rial  background. The  other , (James T. Wiley) a Boeing Aircr aft  Company 
Exec utive  in charge of the BOAC Account for the 747 ai rplane  w ith an extensive 
resea rch and  development  background. Addi tional  qualified minority cand idate s 
were subm itted  for  the appar ent  “phan tom” big breakthrough.

While the  NASA Civil Righ ts Office was inform ing me tha t these  well qualified 
persons were being duly considered, the  app lica nts  had received let ter s back in 
Cali forn ia and Washington sta ting th at  NASA had no positions available  for 
the ir backgrounds  and skills. According to the NASA Civil Righ ts people, this  
was the  occasion when the NASA Ad min istrator was expected to make a decided 
change in the  direct ion in which his agency was going. Maybe so, but hardly 
this  trip . See Exhibit  No. 3.

Fina lly, in December 1972, or January 1973, the Civil Rights Dire ctor  and his 
staff fel t that  I would be of some ass istance  to the NASA EEO Prog ram if I 
would apply for the vacancy to fill the  Civil Rights position at  NASA 
Hea dquarte rs.

I explained that  I would not be inte res ted  on the face value  of NASA’s EEO 
postu re and its well-publicized histo ry. They insisted  th at  they  needed my 
experience and drive  to make the  NASA Headq uar ters  prog ram move forward 
positively and complement the ir nat ional efforts. I should have known bett er 
but I lis tene d; I felt th at  for once we would have a dedicated team  anxious to 
work togethe r for an effective agency-wide EEO program.

Immediately af ter submit ting  my applica tion fo r the Headq uar ters Civil Rights 
position, I received a let ter  from Headq uar ters Personnel dated Jun e 18, 1973, 
sta ting th at  they had no vacancies suitable  for my background. See atta che d 
NASA let ter —Exhibit  No. 4.

I responded in a let ter  of February  7, 1973, sta ting that  NASA Headq uar ters 
did, in fact,  have such a vacancy. See Exhib it No. 5. The ir response was an 
apology and, well, yes we do have such a  vacancy and it  wras a ll an adm inistrative 
error .

I was interv iewed  by a high-powered panel  of H ead quarters  execu tives includ
ing the Director  of Civil Rights.  The interview was thorough, objective and 
extended, and also friend ly. My position d urin g interview was  t ha t to be success
ful in the NASA environment , the CR/EE O officer mus t be of commensurate 
grade, have  freedom to act, and have the  complete commitment  of the  Adminis
trat ion . In any situ atio n sho rt of thi s foundation , the probabili ty of success was 
small. It  was also clea r th at  if NASA was stil l not ready, or was  unwilling, to 
have the  EEO function performed, it  would probably be unwise to draw  me 
into their program.

The select ing official probably senses wh at I did—th at  NASA still  was not 
ready  to implement an effective EEO program. And, alth ough I have been 
reliab ly informed that  I received a high score by the rat ing  panel, I received 
ano ther cover let ter  from NASA Headq uar ters Personnel Office, date d Jun e 28, 
1973, which stat ed that  ano the r candidate had been selected. To thi s date, the 
candidate  selected has  not filled the  vacancy. The previous acting official is 
sti ll ac ting.  See Exhibit No. 6.

Spa nn  W at son.
Exhib it 1-6—Per tinent le tte rs (35 copies).
Exhib it 7—Qualification Summary—Aerospace Technology (1 copy).
Exh ib its—Qualification  Summary plus Accomplishments in CR/E EO (1 copy).

E x h ib it  No. 1

Nation al  Aeronautic s and Space Adm inistr at ion,
Washington, D.C., February 26,1965.

Mr. Spann Watson, 
lftO Da rtmouth Street,
Westbury, L .I. ,N .Y.

Dear Mr. Watson : Your appl ication for employment with the  Nat ional Aero
nautics  and  Space Adm inist ratio n has  been received. It  has  been forwarded to 
the  Board of U.S. Civil Service E xaminers, NASA’s Goddard Space Fli gh t Center, 
Greenbel t, Maryland, so t ha t your  tit le and sala ry eligib ility can be establ ished.  
You may expect a reply  direct  from them concern ing their findings.
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After this step, you will be considered for  specific vacancies, both at  Headquart ers  and at Goddard.
We cer tain ly app reci ate your int ere st in becoming associated with  the NASA space effort.

Sincerely  yours,
Kent  M. Lowney,

Chief of Recruiting.
E xh ibit  No. 2

UNITED STATES CIVIL SERVICE COMMISSION
NOTIC E OF RATI NG / 3 " ^ $ ^

APPLICANT MUST FILL IN ALL BLANKS DOWN TO HEAVT BLACK LINEEXACT TITLE OF EXAMINATION

AERO-SPACE TECHNOLOGY, An no . 347B
DATE OF EXAMINATION

SE P 1 4 1965

This is not a notice of  
app oin tment . It  is  a record 
of  your ra ting. It  is im
portant that  you keep  it.
I t  is  n o te d  th a t yo ur  
app lica tion  was  not rate d 
fo r any pos ition  wi th a 
lower en trance  sala ry  th an 
that  which you indicate d 
thereon.

1
NAME

Spa nn  W at so n
aooress 47 0 D art m ou th  S t r e e t

W e stb u ry , L . I . ,  New York 1159 0
CITY ANO STATE

1

Your Rating is — ELIGIBLE

Q  This examination is not rated on a numerical basis
(2 Your numerical rating is:

O r g a n iz a t io n  & M an ag em en t P la n n in g  G S-1 3 :8 7

Your Racing is — INELIGIBLE for the reasons checked below:
□  The lowest acceptable salary indicated on your application is higher than the salary shown  on our announcement.
0  You did not pass the written test. All competitors must attain an earned rating of 70 without regard to veteran preference. When an applicant's paper falls below the passing mark it is not scored further. In- eligib les do not receive a numerical grade.
□  Your application docs not show that you meet the minimum requirements as to experience (or education) which were specified in the examination announcement .
0  Your eligib ility is suspended pending your furnishing the Commission pro of of  correction  o f physical condition , as shown on the attached notice.
0  Failed to reply to official correspondence.

□

IF THERE IS A CHECK BELOW. IT INDICATES THE AMOUNT OF VETERAN PREFERENCE CREDIT INCLUDED IN YOUR RATING

f-n 5 POINTS-IF YOU ARE APPOINTED YOU WILL BE RCQUIREO TO FURNISH TO THE APPOINTING OFFICER |—1LB EVIDENCE OF HONORABLE SEPARATION FROM THE ARMED FORCES I | '•  POINTS

If  y ou  ha ve  re ce iv ed  an  el ig ib le  ra tin g , be  su re  to  re ad th e  im p o r ta n t m es sa ge on  th e  ba ck  o f th is  fo rm .
p y m t b ’ " ’ B oa rd  o f  USCS E xam in e rsA“ SEP 1 4 1965  NASA, G odd ar d Spac e F l i g h t  C e n te r

G r e e n b e l t , M ar yla nd
(Iaauing Office and Date of Issue)

CSC FORM 4 0 0 8
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Exhibit No. 3
National Aeronautics and Space Administration,

Washington, D.C., January  22,1913.
Mr. J ames T. W iley,
12561 9th Avenue  NW.,
Seat tle, Wash.

Dear Mr. Wiley : Your appl ication for  employment has  been ref erred to this 
office by Mrs. R uth  Bates H arris  for consideration.

We have a limited number of positions in your field of interest. In  orde r to be 
selected for a future  vacancy here o r with other Federal  agencies, it  w ill be nec
essary for you to file an  applicat ion under an app ropriate Federal  Civil Service 
announcement . You may wish to con tact  the  nea res t Federal  Job Info rmation  
Center for the  late st info rmation  on announcements th at  are  cur ren tly available 
under which you can apply. We are  enclosing  a list ing of the  locations of the 
diffe rent Job Info rmation  Cen ters thro ughout  the  United S tates .

In  the  meantime, we will ret ain  your  file on an active basis  and  continue to 
consider you for  any vacanc ies app rop ria te to your qualif icatio ns which may 
develop. When you receive your eligible notice of rat ing  from the  Civil Service 
Commission, please  furnish us with a copy for inclusion with  you r application  
materia ls.

Your i nte res t in employment  w ith the Nat iona l Aeronautics and Space Admin
ist rat ion  is sincerely appreciated.

Sincerely,
Kathryn C. Walker,

Director , Personnel  Admin istratio n Division,
Office of Personnel.

Enclosures.

Exhibit  No. 4
National Aeronautics and Space Administration,

Washington , D.C., January  18,1973.
Mr. Spann Watson,
1250 4th Str eet SW.,
Washington, D.C.

Dear Mr. Watson : Your application for  employment has  been referred to this  
office by Mrs. R uth  Bates Ha rri s for consideration.

At the  presen t time, we have very limi ted vacancies and none app ropriate to 
your qualif ications. We will retain  your appl ication for a period of six months, 
however, and notify you in the event you are  under active  consideration. At the 
end of this time  period, it  will be necessary for you to indicate  your continuing 
ava ilab ility  by updating the informa tion  originally filed. Your app licat ion will 
be ret urn ed to you fo r th is purpose.

Your inte res t in employment  wi th the  Na tional Aeronautics  and Space Adminis
tra tio n is sincerely appreciated.

Sincerely,
Kathryn C. Walker,

Director, Personnel Ad minis tra tion Division, Office of Personnel.

Exhib it No. 5
February 8, 1973.

Ms. Kathryn C. Walker,
Director, Personnel Admin istratio n Division , Office o f Personnel, National Aero

nau tics  and Space Admin istratio n, Washington , D.C.
Dear Ms. Walker : This  is in response to y our  le tte r o f 18 Jan ua ry  1973 re lat 

ing to my applicatio n for  employment by NASA as an Equal Employment Oppor
tun ity Officer.

The appl ication wTas subm itted  by Ms. Ru th Bates  Ha rri s, Director, Civil
Rights, NASA. It  was my und ers tanding when the  applicat ion was  submit ted, 
the  NASA personnel office was active ly adverti sing  a vacancy for  an Equal 
Employment Opportuni ty Officer, Grade GS-13/14 with  a development potentia l 
to GS-15, to serve at  the NASA H ead quarters  faci lity . I t was inten ded that  my 
applicat ion be considered for  th at  vacancy.



189

You r le tt e r s ta te s th a t am on g your lim ited  va ca nc ie s no ne  w er e appro pri a te  
fo r my qu al if ic at io ns . I be lie ve  th a t a co llat io n of  your exis ti ng  va ca nc ie s an d 
applica tions rece ived  wi ll co rr ec t th is  appare n t ov er sigh t. Of  co ur se  if  no  c u rr en t 
va ca nc y ex is ts  in  th e Equ al  Em pl oy m en t O ppor tu nity  ca te go ry , I w ill  appre cia te  be ing i nf or m ed .

Yo ur  c on si de ra tion in  t h is  m a tt e r i s ap pre ci at ed .
Sinc erely,

Spa nn  W at son,
1250 ',th Stree t SW.,

Washington, D.C.

E xh ib it  No. 6
N ati onal A er onauti cs an d S pace  A d m in is tr a tio n ,

Washington, D.C., June 28 ,191'S.Memo randum
T o : S pa nn  W atso n.
From  : J PM /S ta ff in g  and O pe ra tion s B ra nc h.
S ub je c t:  You r A pp lic at io n fo r Pro m ot io n C on side ra tion  U nd er  NAS A H ea d

qu art e rs  M er it Pro m ot io n Pro gra m  V-73 -6S , Equal  O pp ortuni ty  Officer.
T han k yo u fo r fil ing you r ap pl ic at io n under  th e NAS A H eadquart ers  M er it 

Pr om ot io n Pro gr am . We w ish to  ass u re  you th a t you r qu al if ic at io ns  w er e gi ve n 
thor ou gh  co ns id er at io n.  You r ap pl ic at io n is now be ing re tu rn ed  to  yo u fo r th e  re as on  c he ck ed  b elow .

The  va ca nc y fo r which  you ap pl ie d has  been  fill ed w ith  ano th er candid ate  
X chosen  by th e se le ct in g off icia ls des ig nat ed  to ac t up on  th is  p a rt ic u la r

op en ing .
------Yo ur ap pl ic at io n ha s bee n on file fo r si x (« ) mon th s. I f  yo u wish co nt in ue d

co ns id er at io n,  pl ea se  upd at e your  applica tion  an d re su bm it  tw o co pies  
to  u s b y ---------------------- .

------The  v ac an cy  for  w hich  you ap pl ie d lia s been canc el led .
------You di d no t show  ev iden ce  of  th e  exi>er ience an d tr a in in g  re quir ed  by th e

qu al if ic at io n st andard .
------O ther .

We hope  th a t you wi ll co nt in ue  to  ap pl y fo r th os e va ca nc ie s whi ch  in te re st  
you . If  you ha ve  a ny  qu es tion s,  p leas e ca ll th e  und er sign ed .

Sinc erely,
Delores C. I Iart ,

Personnel Staffing Specialist.
Mr. Drixax [pres iding]. Thank you very much for that fulsome 

statement. I have some questions and let us go back, and I must go 
hack if  I may, to Ms. DiMaggio, and then we will go in order.

Ms. DiMaggio, do you feel that  yon may possibly he harassed once 
you return to your job as a result of the testimony you have given today ?

Ms. DiMaggio. I  wotdd say tha t I have been conscious of it in w rit
ing my testimony. Whether it will happen or not I cannot say for sure, 
but I have been conscious of that  possibility.

Mr. Drixax. Well. I want to assure you, and this is on behalf of 
the chairman of the subcommittee also, who had to go on other busi
ness, that you can contact him or any member of the committee per
sonally and confidentially if there is any possibility of threat or 
harassment or intimidation .

Ms. D iMaggio. Mr. Drinan, I am also concerned about Mr. George Drobka.
Mr. Drixax. Would you explain tha t ?
Ms. DiMaggio. In the proceeding this morning  there was a memo 

read by Ms. Robinson tha t was written for the record by Mr. Drobka, 
to which Mr. McConnell responded in quite an angry  maner. It was 
over the fact that Mr. Drobka had not conferred with him before
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writing the memo for the record which was subsequently used at the 
hearing. Because of tha t angry response 1 am concerned tha t Mr. 
Drobka may be called in on tha t matter.

[The memo of Mr. Drobka referred to  herein and related testimony 
was deleted as described above.]

Mr. D rixax. Well, the same commitment that I made to you is ex
tended by me and by the committee to tha t gentleman, too. And an
other point, Ms. DiMaggio.

Would you te ll us something about the general effect tha t a recent 
investigation on employees initiated by l)r. McConnell may be having?

In your s tatement you made mention tha t a NASA EEO officer is in 
fact going about an investigation  of NASA personnel.

Ms. DiMaggio. Well. I th ink tha t I can go back fu rther to the time 
when we were sending the letter to Dr. Fletcher concerning Mrs. H ar
ris and our concern over the  equal opportuni ties program. There were 
many people who were very frightened of signing. Some would say, 
well, my promotion is in the process. I will not get it if my manager 
sees tha t I have done this. Some people had to consider signing a fter 
we had had the letter retyped and changed a li ttle, and some of them 
were not willing to put their names on once they thought it over—not 
because they did not agree with the let ter—but because of the fear tha t 
they had received from management of reprisal actions. One person 
came and told me to take her name off it because she did  not want to 
have a fallout with management and she was in a critical position. I 
decided to get rid of the petition and send it to up to the Adm inist ra
tor as soon as possible before more people got scared and decide I to 
have their names taken off.

Tha t was an initial feeling that  I got of how much employees do 
cower under management, and I thin k it is a very unheal thy kind of 
situation for anyone to work under particularly in light  of the sup
posedly free and democratic society in which we live.

Mr. Drixax. Well, thank  you.
Before we move on to the others to ask them some questions, do you 

have, Ms. DiMaggio, any thing  tha t you would like to add to the  record 
at this time?

Ms. D iMaggio. I mentioned in my written statement tha t you might 
want to get statements concerning problem from other people in our 
field centers. One of them also has to do with an investigation tha t was 
ordered at the Johnson Spacecraft Center by the management down 
there. It  concerned a reaction tha t some people had in the Center to 
some posters tha t were advert ising some kind of lunar landing fes
tival and beauty contest for women.

The women were upset and angry  about it because they felt that  it 
was sexist. So they came out with some other posters which they called 
counterfestival posters, which put  men up to run for these particular 
beauty positions. When the Center management found these posters 
up, they became most disturbed and called in the investigators and 
also, when Dr. McConnell was informed of the  fact that  these posters 
were down there, as told to me by his staff members, his reaction also 
was to call in the investigators to see about this.

He was then asked by one of his staff members, what is the offense ? 
And he was also counseled by another staff member tha t maybe tha t 
office, Equal Employment Opportunities Office, ought to look at the
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to investigate and punish.

Mr. Drinan. Well, thank you for that, and thank you again for your  
testimony.

Feel free to add additional things to supplement what you have 
been saying.

Mr. Garza, T want to thank you for traveling so far to be with  us 
today, and I wonder if you would respond to two or three things.

Do I unders tand that you have lived in Texas most of your life?
Mr. Garza. Yes, sir ; that is correct.
Mr. Drinan. And when you were a t Houston, do I understand it 

correctly that you were told, in effect, that a promotion would not be 
available to you in Ilouston ?

Mr. Garza. Th at was my understanding.
Mr. Drinan. Would you want to elaborate on any of the reasons 

why the promot ion was not for thcoming?
1 f you do not, it is perfectly all r ight.
Mr. Garza. It is a complicated matter, sir.
Mr. D rinan. Jus t leave it there. That question occurred to us: that  

is all. Just leave it on the tape.
Another poin t: Would you be in substantial agreement with the 

allegations and the  recommendations made in the report on this  matter 
that came out in September of 1973, the repo rt authored  by three 
individuals, I guess, including JSIs. Harris?

Mr. Garza. I am not aware of what is in the report, sir.
Mr. Drinan. Of what?
Mr. Garza. I have never seen the report.
Mr. Drinan. W hen you were at Houston, does your testimony say, 

or would you want to respond to th is, did the Center management at 
Houston actually  prevent you from enforcing the contract  compliance Executive order?

Mr. Garza. There  was a conflict at the time as to  what comprised 
enforcement of the Executive order. The instruct ions tha t were coming 
from the NASA Headquarters programmatic office were a long one 
avenue, and the  adminis trative ins tructions which were being received 
from the immediate supervisors tended to go a long separate  lines. It  
was a difficult job to t ry to merge the two concepts together.

Mr. Drinan. Well, do you thin k tha t this is traceable, at least in 
par t, to the fact tha t NASA and EEO are not centralized?

Do you believe, in other words, that the NASA EEO program and 
its responsibilities can be met while each center manages its own pro 
gram independent ly of headquarters ?

Mr. Garza. Had  there been direction from only one office, there would have been no conflict.
Mr. Drinan. Well, would tha t direction have clarified what you 

asked the committee or the Congress to clar ify on page 9 of your testimony?
You say tha t:
I wo uld we lco me  cl ar if ic at io n of  tli e in te n t of th e af fi rm at iv e ac tion  pro gr am . 

Is  th is  a pr og ra m  in te nd ed  to  el im in at e th e ef fect s of  past  dis cr im in at ory  p ra c
tic es , or is it  a  pr og ra m  to  av oid pr es en t an d fu tu re  d is cr im in at io n?

Do you think that  the directives that you mentioned were lacking in 
clarification on this precise point ?
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Mr. Garza. The procedures th at 1 was involved in at that time, sir, 
dealt with contrac t compliance. And in the contrac t compliance field, 
it was quite evident th at we were try ing  to implement a program that  
was intended to  overcome the  effects of past discriminatory  practices.
That  was never an issue in that program.

However, in the in-house program, I have felt on many occasions 
that  this is one of the primary impediments, the fact tha t the very 
nature  of the term ‘‘affirmative action” implies special procedures and 
considerations; the fact tha t the liter ature tha t comes out from the 
EEO side of the  Civil Service Commission implies special actions and 
special considerations.

Mr. Drinan. Well, would you feel that  these special considerations, 
as you put it, these other  terms for put ting  it, restitu tion and so for th, 
do you think tha t is consistent with the law ?

My inform ation is, my looking at  affirmative action is th at it is con- 4
sistent with the  law.

Let me use your own language. You asked us for a clarification, per
haps we really do not need that  much of a clarification. You say :

Is affirmative action a program intended to eliminate the effects of past dis
criminatory practices, which would give minorities and females an opportunity 
to catch up, thereby, of necessity implying special considerations and procedures?

Why do you raise that question ?
Is it not clear, as you just suggested, tha t the U.S. Civil Service 

Commission, afte r some extensive reports, recommend or allow that 
part icular approach?

Mr. Garza. There  is a n am bigu ity  tha t exists  in the  d ire ctions pres 
en tly  be ing  given. As an EEO  officer, my presen t un de rs tand ing in 
the directions tha t I receive is t ha t there will be no special or com
pensatory considerations applied, and the programs implemented at 
my center are set forth  in a manner where no special considerations 
are set forth.

Mr. Drinan. Where do you get these directives?
Mr. Garza. The directives come through the Civil Service Commis

sion, thro ugh the NASA Headquarters instructions, and throu gh the 
personnel office route.

When I ta lk in terms of  special consideration, compensatory consid
eration , I  am talk ing in terms of tryin g to give certain considerations 
in underutilized job categories to the minority  or to the  female candi
date, natu rally  reviewing all the qualifications required for the job: 
the very same type of consideration given to veterans and to the handi 
capped, in other similar situations.

Mr. Drinan. Well, you really should not use the term “special con
sidera tions” i f they are fully qualified for the job.

Mr. Garza. Perhaps I ought to elaborate.
Mr. Drinan. I am asking you to clarify your clarification.
Mr. Garza. The clarification tha t I had in mind is in  te rms of the *

very natu re of the affirmative action program. If there is an instruction 
tha t forbids  special or compensatory consideration, this means tha t 
you cannot do anything  for a minority or  for the female candidate. You 
must tr eat  every applicant with equal consideration.

Mr. Drinan. Well, Mr. Garza, do you think  tha t the highest offi
cials o f NASA put out correct directives about this matt er?

Mr. Garza. I think tha t in their  opinion they do so.
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Mr. Drinan. In  the ir opinion?
Are you suggesting tha t the alleged lag in hiring minorities and 

women in NASA may be at tributab le in pa rt to a faul ty inte rpreta 
tion o f what affinnative action means ?

Mr. Garza. I  think tha t there  exists an a rgument , not just in NASA  
but in the entire Government agency, as to whether th e concept of af 
firmative action implies special or compensatory considerations. I 
think there  is an ambigui ty in the ent ire field.

Mr. Drinan. Thank  you.
We may come back to tha t if Counsel has  questions later.
Let me speak to Mr. Oliver and then Mr. Watson.
Mr. Oliver, did you at any time go to the civil righ ts compliance 

section of the I .S. Civil Service Commission?
Mr. Oliver. No.
Air. Drinan. Would you tell us why ?

* Mr. Oliver. Fut ility . The futi lity  of enforcement with regard to 
filing discrimination complaints, as I have seen equal employment 
opportuni ty function  in any realistic o r prac tical terms in the Federal 
Government, filing equal employment opportuni ty complaints, first of

„ all. subjects any employee—and this has already been spoken to—to all
types of harassment, number  one.

And, second, the difficulty in becoming involved in that soil of thin g 
is time-consuming and expensive.

Third, I think the record will indicate tha t over the last  20 years 
all of the EEO complaints that have gone as far  as the Board  of 
Appeals and Review at the Civil Service Commission, of all those com
plain ts in the last 20 years, something less than 6 percent have resulted 
in a finding of cause, which would indicate the odds are pre tty much 
against any type of complaint. And of course, EEOC , or the Office 
of Civil Rights , has no enforcement power in the area of Federa l em
ployment, and tha t was one of (he advantages of titl e V II  being added 
to the 1964 Civil Rights  Act.

Mr. Drinan. Maybe this  subcommittee should star t with the Civil 
Service Commission..

Mr. Oliver. I  think tha t would be an excellent suggestion.
Mr. Drinan. Mr. Oliver, what would you recommend personally 

about yourself or about the program ? You say toward the end of your 
testimony you would plead with the subcommittee to use all of its 
power—and we have fantastic power, as you see here. How do you 
suggest that we use it ?

Mr. Oliver. Congressman Drinan, as I  understand the subcommit
tee, pa rt of its function is indicated by i ts t itle—th at is, the Subcom- 

» mittee on Civil Rights and Constitutional Rights .
Now, i t would seem to me tha t there may be some specific things 

tha t the committee could do, pa rticu larly  with regard  to legis lation.
Mr. Drinan. Well, I do want to get into tha t now. I wanted some-

* thin g just about your own—we have a lot of legisla tion here pending, 
and proposed and all, but  just about your own situation. Is there  any
thing tha t we can do about your allegations  of discrimina tion?

I would assume t hat  you "would have to exhaust your remedies and 
go through the  process of the Civil Service Commission.

Mr. Oliver. Well, Congressman Drinan, I think tha t perhaps I 
would like to say tha t as was mentioned in my testimony, that  con-
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frontation  with the  Federal bureaucracy seems to be the patte rn of my 
career. And  personally, I  have been able to sort of take care  of myself, 
so to speak. And it would seem to me th at since the re are so many 
people tha t have been unable or unwilling, fo r very obvious reasons, to 
tight this battle  individually, that  I think the  assistance th at you offer 
should be focused somewhere else, and let me continue to t ake care of 
myself because I feel perfectly capable of doing that.

Mr. Drinan. Well, all right, sir.
Well, thank  you for your testimony and your statement.
Mr. Watson, would you want to elaborate or add any point in view 

of the other statements tha t have been made here ?
Mr. Watson. Yes, sir. I would be happy  to do so, sir.
Fir st, you heard a lot about recrui ting and upward mobility pro

grams. They are fine, but the most pressing thing in NASA and in all 
of Government is the use of people who are living now and qualified 
now.

You see, when you say upward  mobility and recruitin g; you are 
talking about 20-, 21-year-olds, 25-year-old persons. For them it will 
be another 20 years before they are bothering NASA for anything in 
the power structure. So the thing  we need to get afte r is to use these 
people tha t we have got. Th at is what I would like to see NASA do.

Now, I have referred to any number of people—NASA has got a 
reputa tion across the country for tur ning down minorities—in Boston, 
Californ ia, here, Huntsville . And they come up here and insult, what I 
consider insult, the committee and tell you they arc doing the best 
that  they can. That is not true.

Mr. Drinan. All righ t, Mr. Watson.
Thank you for your comments.
I think counsel has some questions, and also counsel on this side.
Ms. Robinson. Mr. Oliver, in your testimony you refer red to an 

interview that  you had with a Mi-. Goodwin of NASA, and you indi
cate t ha t there was cer tain occurrences in tha t interview tha t pretty  
much indicated to you that a person of your skin color would not be 
hired fo r the position.

I am wondering if you could state some of what the innuendoes are, 
recap the interview in terms of how tha t sort of discrimination is 
hideous, but you know it.

Mr. Oliver. Counsel, if I  may, I would like to answer your question 
by reading exhibit 3, as presented in my testimony. And may I sug
gest before I read this, with regard  to a description of the interview 
with Mr. Goodwin, th at as I  see the problem its genesis is in attitudes 
as described by the National Advisory Commission on Civil Disorders. 
And of course, the attitudes are manifested in behavior. You cannot 
take the  time to change everybody’s attitude , but I  think t ha t there are 
some very specific things tha t can be done to prevent behavior of the 
type that was manifested by Mr. Goodwin in this interview.

The lette r was dated June  16,1972, and it  was directed to Dr. Hans 
Mark, Director, Ames Research Center, NASA, Moffitt Air  Force 
Base, Calif.

Dear Dr. Ma rk:  It  was most intere stin g to have been interviewed by Mr. Glen 
Goodwin on Thu rsday morn ing here  in Wash ington at  the  NASA building. As 
a resu lt of the interv iew, I would like to request that  my name he withdrawn  
from cons ideration  for th e pending Personnel Officer vacancy a t the  Center. While 
I do not wish to be in any way crit ica l or personal in eva lua ting the  interview  of
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Mr. Goodwin, it may be helpful  to the Center to sha re with you my observa
tions  and  impressions.

And I made tha t statement because it had come to my attention, 
as I have mentioned in my testimony, that the Center was having 
difficulties in terms of labor and minority problems.

Mr. Goodwin’s opening rem ark  was, “I have thi rty  minutes ,” a fte r arr ivi ng  ten 
minu tes late  for the interv iew. We briefly discussed the  lack of cred ibili ty, the 
low morale, and  minority problem s which app arently  prevail a t Ames. Mr. Good
win came across ra ther  poorly. He seems to interr ogate  well, but app ear s to be 
ra ther  inep t as an interviewer. He seemed to be unusual ly preoccup ied with the 
typical concerns of the rec alc itran t bigo t; th at  is, discriminat ion in reverse , the 
meaning of the  word disadvantaged, the  not qualified stereotype regard ing  
minorities,  and an appar ent  m arginal hys ter ia regard ing  the possib ility of lower
ing sta ndard s in hiring m inori ties.

It  was also inte res ting to observe his non-verbal behavior—fo r example , his 
staccato  grin, his ego need to be convinced, and  his au thor ita ria n manner.  A 
spontaneous conversat ion with  ano the r NASA employee which mom entarily 
interrup ted  th e interview amounted to directive quest ions from Mr. Goodwin and 
responding yes, si r’s from the  employee, with which the  ques tione r seemed most 
comfortable.

Dur ing the  interview the  quest ion was asked , how do we change things—tha t 
is, employee morale , organiz ational climate, minority  par ticipat ion, the credi
bility gap, a nd the personnel management a t Ames. Of course, a question in such 
a generalized form turn ed out  to be an opportu nity  for Mr. Goodwin to defend 
his own feelings and  att itudes . In so doing, his insincerity , his need to play 
games, his phoniness, his insecu rity  came thro ugh  with  resounding impact.

Mr. Goodwin’s closing remarks , with  more tha n a gra in of sarcasm, said, well, 
you r ideas  seem to be orig inal enough to get back to you arou nd noon. He, of 
course, disqua lified himself and the  Center with such a rem ark as it was viewed 
in the  general context  of the  total  interv iew. The re was no reason to return , 
and T felt  th at  he had not earned  the  cour tesy of a phone call. Finally , his 
appeara nce was unkempt and unbecoming an execu tive of his rank . I am sure  
the Directo r of Ast ronauti cs is highly  competent  in the  use of a slide rule  and 
the  applicat ion of logarithm s, but he seemed sadly lacking in management skills  
relating to people’s sensit ivit ies,  sincerity , self-respect, and  an und ers tanding of 
behavio ral dynamics in himself  and others. I would guess th at  he manages 
employees auth ori tar ian -style , sh rouded in  cont rived  friendliness.

I. of course, would not fit into  such a work env iron men t; and while I bet ter  
und ers tand the  reasons for  the personnel problems wi th which your  Center 
is apparently  faced. I do hope you will regard  thi s let ter  as an evaluation 
critiq ue. I am sure Mr. Goodwin is a fine man, an out standing scien tist, and 
a well-meaning human  being. However, modern  day personnel management, 
which will have impact on employees, has its genesis in changing the  at titudes  
of insensitive,  au tho rit ar ian , egocentric managers and  supervisors who are  
usua lly unaware of how their  behavior impacts employees’ morale, product ivity , 
and the tota l o rganiza tional c limate .

T very much app reci ate the  opportu nity  to have  been considered for  the 
Personnel Officer’s position.

Sincerely, Vincent T. Oliver.
Ms. Robinson. Th an k you.
Ms. DiMaggio, could you inform us of the efforts tha t you have 

undertaken as regards employment of female scientists at NASA, 
part icularly  in relationship to  work with Dr. Nancy Roman?

Ms. DiMaggio. Dr. Nancy Roman is a senior level scientist with 
NASA Headquarters, and she has relayed not only to me but to mem
bers of a meeting concerning equal opportunities  that she would prob
ably never again refer women applicants  to NASA. Tier experience 
with the applicants tha t she has referred  to NASA verifies what both  
Mr. Oliver and Mr. Watson have stated.

I remember one case in parti cular where a doctor, I believe, was 
referred for a senior level position at NASA. When I called the 
woman to find out how the interview went, she told me th at she had
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nev er been so insult ed i n h er  whole life . The manager had nev er asked 
her  about how she could pe rfo rin  the du ties of the  job  and how she 
qual ified. He  nev er discussed wi th he r, he r qua lificat ions. He noted  
such th ings  as whe re she had gone  to school, because, I believe, he 
brou gh t ou t the fac t th at  one of his  da ug hters ha d gone  to school 
the re.  He  mentioned the  fact  th at  she, I th ink,  had gone  to Eur op e;  
an d he st ar te d ta lk in g abou t th at . He was ta lk in g abo ut all  kin ds  of 
extraneo us,  social, fr iend ly , pa tro ni zing  items ; bu t as fa r as a pr o
fessional  int erv iew  to  find ou t wha t she cou ld do an d how she fe lt 
pr ep ared  fo r th at  job,  there was a com plete lack  of th is  kind  of  pr o
fessional  interv iew . As she sai d, she was to ta lly  ins ult ed  b y the whole episode.

I  t hi nk  th at pro bably  D r. Roma n h as  ha d m ore  th an  that  one e xp er i
ence; bu t th at is the  one th at I am perso na lly  fa m ili ar  wi th,  as I 
ta lked  to th e cand ida te my sel f af te r she ha d ha d the interv iew .

Ms. R obinson. Th an k you.
In  your  sta tem en t, I  hav e on page 11—and  I th ink it was  in ad ve r

tent ly  deleted—there is some disc ussion of  conta ct by the Pat en t 
Divis ion  of  t he  NA SA  Office o f General  Counsel  wi th  un iversit y law 
schools, an d a pa rt ic ul ar  si tuat ion—I  am sorry —in  which  the pla ce
ment office at  Ho ward Law Scho ol is  con tac ted .

Could  you  elaborate  on thi s f or  us ?
Ms. D iMaggio. Yes. I did  leave ou t some of  my exa mples  fo r brev 

ity 's sake. T hat  ref ers to  a sit ua tio n which  I  fe lt di rect ly  ap pl ies to 
the insens iti vi ty  of  how NA SA  goes about do ing  th ings  conce rning

I  was t old  to  contact , however, the  u nive rs ity  conce rning some pos i
tions  in ou r office o f gen era l counsel. I  h eld  off on the conta ct to Ho w
ar d Unive rs ity  because I was un moti va ted  to  do so. I  fe lt  it  was an 
in su lt fo r me as an EEO  per son  to conta ct How ard Unive rsi ty , be
cause I fe lt th a t the sele ctin g office i tse lf,  if  it  rea lly  wante d to show 
sinc ere  int eres t, should  be do ing  that .

I foun d out la te r i n t al ki ng  to Mr.  D ale  Par ke r,  who  was he ad  of  the  
div isio n, tl ia t his  office h ad  contacted all  of  the are a law  school pla ce
me nt offices excep t Ho wa rd. I asked him  why  he ha d no t con tac ted  
Ho wa rd. He sa id th at  ou r Hea dq ua rte rs ’ EEO  officer h ad  offe red to 
do th at fo r h im.

W ha t t hi s say s to me i s t hat th is  m inor ity  co llege  is good enou gh to 
hav e EEO  peo ple  conta ct it  bu t no t th e select ing  official who  is in 
ter es ted  i n recruit ing .

I gav e an othe r exa mple in  m y writ ten sta temen t concer nin g a wom
an who c ontac ted  me a bout a posit ion  in  the law office as wel l, an d w hen 
she fou nd  t hat I  w as fro m the Eq ua l Em plo ym en t O pp or tu ni ty  Office, 
she sai d, “W ell , do the y wa nt  a wom an or do they  wa nt  a lawye r?” 
And  I  th in k th a t br ing s ou t the po in t th a t women an d minorit ies  
are  ge tt in g th e per ception , or  v ibra tio n,  or  wh ate ver you wan t to call 
it  th at  NA SA  is no t rea lly  int ere ste d, is no t rea lly  sincere.  I f  NA SA  
were  real ly in ter es ted , its  sel ect ing  officials would  be ou t there doing 
the recr ui tin g an d select ing  di rec tly  an d no t ha ving  the EEO  office 
do it fo r them .

Mr.  D rin an . Mr. Counsel, do you have ques tion s ?
Mr.  B lommbr. One qu est ion  fo r Mr . Garz a.
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T wondered. Mr. Garza, if you could comment on the apparen t—• 
or it may be apparent only to me—on the difference in perception— 
tha t NASA, among all the other people and yourself—and I mean 
in this regard—if in fact the managers of NASA are, as described by 
Mr. Oliver and Mr. Watson—all the programs described th is morning 
for stimulating  recruitment and co-op are just meaningless exercises, 
if they are to produce minority candidates for position who would 
just be discr iminated against  in the end-----

You pointed out that you seemed to have a different view, and you 
pointed out some difficulties in producing the candidates from which 
positions could be filled. Do you see a difference between yourself and 
the other witnesses ?

Can you explain where I might  be missing the point here?
Mr. Garza. Not really. I do no t see too much difference. However, 

I can only speak from my own experience in the implementation of 
the affirmative action program at my center and the impediments th at 
we have run up against in that  par ticu lar setting .

I noted th at we have gone to the  Civil Service Register on each one 
of the  20 occasions. There is a requirement in civil service regulat ions 
tha t we are  no t authorized to deviate from, at least not to the knowl
edge of the personnel people a t F lig ht Research Center. This require 
ment is tha t we consider the top three avai lable candidates. Invariably, 
we find the top three candidates to be nonminority , veterans or non
veterans, males, and usually a 5- or 10-point preference type person. 
And there are  minori ties on the  list, bu t they are not w ithin the reach
able limits.

Mr. Blommer. So, in other words—that is mv question. I f. as Mr. 
Oliver says, capable people are being turned away, whether they are 
at the top of the list or in the top three, from apparently motives of 
pure discrimination, there is no sense in having programs to  produce 
new recruits or to produce true equal opportuni ty, if once the quali
fied candidates  reach being qualified under anybody's terms, they are 
going to be rejected for racist motives.

So tha t the problem for us on the subcommittee is, if the problem 
is as you describe it, maybe thfc subcommittee can find out  from the 
Civil Service Commission what can be done to change the register, or 
what  can be done about veterans’ programs, or how we can do some
thing about bring ing minorities  up into range of being qualified.

But  if  i t is as Mr. Oliver describes, what is the point of tha t ? Then 
we are talk ing about incompetent people in place.

Am I describing my dilemma ?
Mr. Garza. Counsel, I believe there are positions tha t Mr. Oliver 

refer red to, at least one of them tha t I can recall, which fa ll into the 
exceptions. Now. I mentioned at least three exceptions tha t we have 
exercised at  my center to bring in females and minor ity candidates; 
tha t is, Vietnam veterans readjus tment, the cooperative education 
program, and there  are excepted positions tha t I  believe are not subject 
to merit  regulations also.

Now, I am not sure about the situations tha t have been presented 
here, and I am not familiar  enough with the personnel practices  to 
comment on them. I am sure of the things tha t we do there at the 
Fli ght Research Center, and I can comment on those.

I really do not know the answer.
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Ms. DiMaggio. Counsel, may I comment ?
Mr. B lommer. Absolutely.
Ms. DiMaggio. I believe tha t the reason you have the dilemma is 

because the situation  as you have described it does exist at both ends. 
It  is very difficult to get women off the Commission registers a t en try 
level for professional positions because of veterans’ preference. At 
the same time it  is also difficult to get minorities and females in at the 
higher  levels because of the discrimination element.

So you have these things operating  at both ends, so to speak.
Mr. Blommer. Mr. Oliver, would you comment?
Mr. Oliver. Yes, Mr. Counsel.
I think  there  is a problem with perception. O f course, perception is 

an abstraction. You are talk ing about an a ttitud e again. And it is al
ways very in teresting to me in my personnel career to observe agencies 
as they focus on w hat cannot be done. And this is usually attributed  
to the nature  of the system.

Now, in the handbook th at T submitted as exhibit 1, it goes into some 
rath er lengthy detail about th is very problem. In terms of the rule of 
three, for  example, there are so many wavs to hire people in the  Fed
eral Government other than from civil service registers.

One of the things tha t occurred to me as I sat here and looked at 
the highest level executives in NASA. I would guess tha t many of 
them are on what we call excepted appointments; tha t is, in the 
excepted service. And as such, there is no requirement tha t one acquire 
status, civil service status, through the civil service register. In other 
words, anyone that  is in the excepted service can be hired by a Federal 
agency; and the agency makes the determina tion about that person’s 
qualifications. You then  get into interpreta tion of qualifications. And 
this, I think, is what Dr. McConnell was alluding to this morning- 
in terms of his volunta ry community activities as that meets civil 
service requirements.

There is a big question, however, if tha t same person were placed 
and made subject to a merit selection panel, whether or not that 
person would come up as being best qualified to be selected for that  
position.

So, excepted positions is one of the ways that  you can appoint 
people without the need of going through a civil service register or 
acquiring civil service status.

Mr. Blommer. Bu t obviously, not in the face of pure discrimination 
of the type tha t you have described.

Mr. Oliver. 1 think tha t the problem really centers around the 
need for management officials and agencies like NASA and other 
Federa l agencies, the one I  work in included, is tha t people need to be 
selected. I t is a matt er of perception  when managers in Federal 
agencies continue to say that  the reason we do not have any minorities 
is because there are none qualified.

Now’, if we start with tha t perception, a selection official will never 
select a minority. lie may consider a minority,  and it really is not 
an issue o f whether tha t person comes from a civil service register 
or outside a register. That  is not the issue.

Mr. Watson has explained tha t he has referred candidate afte r 
candidate a fter  candidate, highly qualified candidates, and the problem 
is tha t they are not selected. What happens at agencies is-----
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Mr. Blommer. Well, how does this  committee deal with tha t 
problem ?

Mr. Oliver. How does the committee deal with the problem ? Well, 
I think  the only th ing tha t can be done at thi s poin t is to hold  agencies 
accountable; and unfor tunately, while I tend not to be au thor itarian 
in my th rus t, 1 tend to be realistic, about this problem. An d that  is to 
say th at  until such time as there  is a penalty in all Federal agencies 
for all Federal officials for not producing in the area of EEO, there 
will be no progress. Because in the final analysis it means selection 
officials saying you are the person tha t fdls this vacancy; and all 
these issues about the obstructions and the barrie rs, while they are 
there, are not really relevant to the final issue.

Mr. Bloaimer. Thank you.
I do not have any fur ther questions.
Mr. Drinan. The chairman suggested tha t we terminate  this at 

3:15 or shortly  th erea fter.  You people have had a long day. Counsel 
has another question.

Ms. Robinson. Ju st one quick question to you, Mr. Garza. In your 
testimony you indicated that in the Flight Research Center affirmative 
action plan, calendar year 1974, being submitted th is week to the Civil 
Service Commission—I wonder if you can tell me if that plan for 
your Center is a part of the  overall NASA affirmative action plan 
for the calendar yeareof 1974 tha t should have been submitted Novem
ber 1, 1973?

Mr. Garza. Ms. Robinson, the NASA agency plan, if my unde r
standing is correct, was submitted on time. My p articula r center did 
not, simply because we used the wrong form for writ ing it. We sub
mitted it on time. I t was kicked back, and we had to rewrite the whole 
thing on a different form.

Ms. R obinson. I see. Well, we have information from previous Sen
ate hearings that , indeed, NASA’s affirmative action plan was not 
submitted on November 1, and there is some question as to whether 
or not it has been submitted and approved currently.

One final question for Ms. DiMaggio. You spoke of the kinds of 
games tha t NASA is willing to play with statistics . I am wondering if 
you have any idea why it is NASA never speaks in terms of  net effect 
or net  ga in in terms of th e hire o f minorities and females, and why it  
is they are so reluctant to quote retention figures for minorities and 
women ?

Ms. DiMaggio. Counsel, I  am not sure tha t I understood the ques
tion. I seem to have gotten two questions, one a t the beginning and 
one at the end.

Ms. R obinson. Well, let  me simply restate  it. In  these statis tics that 
you have seen from NASA, have you ever seen an indication of the net 
effect of your hiring, so tha t you know tha t you, for example, have 
made a net gain of 10 employees? Or how is it possible to know tha t 
new hires are not simply replacements for individuals who have left 
NASA, possibly because of job dissatis faction ?

Ms. D iMaggio. Right. 1 am not sure tha t I  can answer t ha t question 
precisely. I  do thin k tha t in the current statistics th at we are required 
to give to  Senator Proxmire’s committee every 3 months, that we are 
showing the exact figures on a 3 months’ basis.
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And I recently saw the figures for Jan uary in which this  kind of 
information is given. B ut I am aware  t hat  one must be very cautious 
in reading the statistics tha t are given, because I have seen the way 
games are played with them.

So I can say tha t at some times, just  looking at our headquarters’ 
affirmative action plan draf t for this  year—and it  is s till in the  draf t 
stage—some of the statistics given are presented well, and others are 
not. It  does not seem to be consistent.

Ms. Robinson. Thank you very much.
Mr. Drinan. Thank you very much.
And I would make the suggestion tha t we should have in the sub

committee the Proxmire statistic s th at they submit every 3 months.
And, counsel, I  would suggest tha t we add those to the record. And 

I am cer tain that  I and other members of the  subcommittee would be 
most interested.

f NASA did not submit its first report to the subcommittee on HUD- 
Space-Science-Veterans of the Senate Committee on Appropria tions  
until Apri l 1974. The Apr il 1974 repor t, as well as the reports for 
July 1974 and October 1974 are in app. 2 at p. 224.]

Mr. E dwards. I want to thank counsel, both counsels, and all of the 
witnesses here. I am sorrv  tha t t he day has been long; and I am sure 
tha t we will have fur ther hearings  on this down the line.

And I thank everybody who part icipated  in yie audience. And the 
meeting stands adjourned.

[Whereupon, the  hearing was adjourned a t 3:55 p.m., subject to the 
call of the Chair.]



A P P E N D I X E S
A pp en di x  1

[The following are prepared statements  submitted for the record:]
S tate m ent fob  t h e  S ubcom m it te e on  C iv il  R ig h t s  an d Co n stit u tio n a l  R ig h t s  

on  N A SA  by Sa m u el  L y nn

As my  ad u lt  years  ha ve  un fo lded , I re ca ll  no t w ithout pr id e an d sa ti sf ac ti on  
th e in flu en ce  of  my fa m ily.  My par en ts , bro th er s,  si st er s,  in cl ud ed  in  th eir  
fo rm ul ae  fo r su ccess : in te g ri ty , a co m pe ti tive  sp ir it , an d ex ce lle nc e in  per fo rm 
an ce . The se  ba sic princ ip le s in st il le d  in  ea ch  of us  th e as su ra nce th a t he  could  
ac hi ev e w hat ev er  h e se t h is  m in d to.

1 of te n re lied  on th es e co nc ep ts  duri ng my  24 years  as  a pi io t in  th e  A ir  Fo rce.  
The  pe rf or m an ce  re su lt in g  from  th is  se cu ri ty  cu lm in at ed  in re w ard s of  s ta tu s 
am on g pe er s,  s ta tu s  in th e co mmun ity , le tt e rs  of  re co m m en da tion  and oth er  
in ce nt iv es  en co ur ag in g me to comp ete . W he n I re ti re d  from  th e A ir  For ce  an d 
be ga n th e  tr an si ti o n  in to  a ci v il ia n  en viron m en t witl i th e H um an  Res ou rc es  
A dm in is tr at io n,  an d th e Ci ty U niv er si tj  of  Ne w Yo rk I foun d th es e pr in ci pl es  to 
he ad eq ua te ly  ap pl icab le .

I ca me to  NA SA  w ith  hi gh  ho pe  th a t dem onst ra te d  ex ce lle nc e in pe rf or m an ce , 
in te gri ty  and a  co m pe ti tive  sp ir it  wou ld  st im ula te  th e  ki nds of  re ac ti ons I ha d 
rec eive d in o th er a re as of  my ca re er . How ev er . I ha ve  di scov ered  as  an  Equ al  
O pp or tu ni ty  Offi cer, de ve loping  a hi gh  sk il l lev el,  in te gri ty  of ap pl ic at io n,  pr id e 
in  ac co m pl ishm en t co mman d a  ze ro  p ri o ri ty  or ev en  a neg at iv e re ac tion . The  em 
ph as is  has  be en  on th e undes ir ab il it y  of th es e chara cte ri st ic s.  The y ha ve  been 
di sc ou ra ge d.  Ef fic ien t EEO  pe rs on ne l a re  fr ow ne d on as conta m in at es  of  th e  sy s
tem s ; th ey  a re  i n ti m id ate d  a nd os trac iz ed .

The  con tr ast  be tw ee n NA SA ’s se lect io n of  th e  mos t high ly  qu al if ied sci en tif ic,  
en gi ne er in g and te ch ni ca l pe rs on ne l and NA SA ’s se tt li ng  fo r to ta ll y  un qu al if ied 
pe rs on ne l fo r ke y sl ots  in EEO  is  s ta rt li n g  an d un co nc eiva ble.  D eg ra dat io n  of th e 
re quir em en ts  of  th e ta sk , "a nd an y old  one wi ll do” a tt it ude , or  th e ass ert io n  t h a t 
th ere  is  "n o su ch  ti ling  as  a qu al if ied EEO  offi cer”  sa dl y ref lec t NA SA ’s att it ude .

W he n th is  so ciety  ab an do ns  pr ov ed  sk il l, high  pro fic ien cy, un qu es tion ed  ded i
ca tion  be ca us e it  re acts  neg at iv el y to  a po si tive  pr og ra m  or inde ed  a tt em pts  to 
neu tr ali ze  th e  pr og ra m  be ca us e it s succ es s th re a te ns a st ra ngu la ti ng  d ic ta to ri a l 
po si tion  th is  c ountr y  w ill  c ea se  t o grow  a nd  is in  d ir e trou ble.

T H E  FA IL U R E  OF EQ UA L EM PL OYMEN T OPP ORTUNIT Y AT NAS A
Sta tem ent  of  I ) r. J u lia  G ra ha m  L ea r, F ed er at io n of  Organiz ati ons 

for  P rofe ss io nal  W o m en , M ar ch  2 0, 1974

I am  Dr . Ju li a  G ra ham  Lea r,  C hai rp er so n fo r th e T as k For ce  on Affi rm at ive 
Ac tio n fo r th e  F edera ti on  of  O rg an iz at io ns fo r Pro fe ss io nal  Wom en. I am  a 
po li tica l sc ie n ti st  sp ec ia lizi ng  in  po li tica l and  econom ic de ve lopm en t. C urr en tly  
I am  Assoc ia te  E d it o r of  D ev elop m en t D iges t,  a quart erl y  jo u rn al on in te rn a 
tion al  de ve lopm en t issu es . I am  te st if y in g  on  be ha lf  of th e Fed era ti on  of  O rg an i
za tion s fo r Pro fe ss io na l Wom en, an  um br el la  org an iz at io n  of  p ro fe ss io na l gr ou ps  
de di ca te d to  eq ua l ri gh ts  fo r wo me n.

The  Fed er at io n  ap pre cia te s th e opport unity  to  co mmen t on th e  fa il u re  of  equa l 
em ploy men t op por tu ni ty  (E E O ) a t NASA be ca us e we  th in k our ex pe rien ce  in 
gath eri ng  in fo rm at io n on em pl oy men t po lic ies th er e may  be  hel pf ul  to  th e  su b
co m m it tee’s in quir y  on th e  prob lems a t NA SA  as  th ey  af fect  wo me n.

Th e Fed er at io n  fi rs t be came aw are  o f th es e pr ob le m s th ro ugh an  a rt ic le  in  .V#., 
Se pt em be r 1973. enti tl ed  “13 W ho  W er e L ef t Beh in d. ” The  art ic le  al le ge d sys- 

(20 1)
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te m at ic  ex clus io n of  wo men from  th e sp ac e pr og ra m  des pite th e ex ce llen t per
fo rm an ce  of  a nu m be r of women pi lo ts  on  te st s co nd uc ted by a NA SA contr ac to r 
in  A lbuq ue rq ue , New  Me xic o in 1959/00. At ab ou t th e sa m e tim e as  th e Mg. 
a rt ic le  ap pe ar ed , NAS A an no un ce d th a t it  wo uld be gin te st in g  fl ight  nurs es  fo r 
th e ir  po ss ible inclus io n as  cr ew  mem be rs  on th e  sp ac e sh utt le . The  Mg. al le ga 
tion s an d th e NASA an no un ce m en t (w hi ch  su gg es ted th a t wo men wer e be ing  
co ns id er ed  on ly  fo r tr ad it io nal fe m ale ro le s)  pr om pted  th e Fed era ti on  to w ri te  
NAS A A dm in is tr at or Ja m es  F le tc her  in quir in g  ab out se ve ra l as pe ct s of  wo me n's  
part ic ip ati on  in  th e  spac e pr og ra m.

The  qu es tion s th a t th e Fed er at io n su bm it te d to  NAS A were th e  fo llow in g:  -
1. Are  th ere  an y wo men pre se ntly tr a in in g  as  pilot s in  th e sp ac e sh u tt le  

pro gr am ?
2. Ho w m an y women se rv ed  on th e se lect ion pa ne ls  fo r sp ac e pi lo ts ?
3. How m an y wo me n se rv e as  do cto rs , re se arc hers  a nd super vis or s in  th e NAS A 

pro gr am ?
4. Wou ld NA SA prov ide a copy of  th e  fin al re port  on th e te st s a t A lbuq ue rq ue ? 
On ly a ft e r five we eks  an d a ft e r th e It u tl i B at es  H arr is  di sm is sa l ba d ca lle d

att en ti on  to  th e fa il u re  o f  EEO  a t NASA did th e Fed er at io n rece ive a re pl y to 
it s le tt er . Br ief ly , th e an sw er s to  ou r que st io ns  in di ca te d th e  fo llow in g:

1. The  sp ac e sh u tt le  is be ing de sig ne d to  “a cc om mod ate wo me n sin ce  th ey  ar e  
ex pe ct ed  to be  am on g fligh t cre w pe rs on ne l.” No men tio n w as  m ad e spec ifica lly  
of  women as  pi lo ts.

2. No wo me n se rv ed  on se lect ion pa ne ls.
3. As of  .Tunc 30. 1973, 5 .4%  of  pro fe ss io nal s a t NASA we re  wo men :
2.4 % of  th e  sc ie nti st s an d en gi ne er s were wo me n an d 24% of  t he  pr of es si on al s 

in  th e lif e sc ienc es  were women. The se  fig ures  co mpa re  unf av ora bly  w ith  th e da ta  
on qu ali fie d women in th e sci ences. F or ex am pl e,  wo men he ld  nea rl y 5%  of  th e 
ph ys ical  sc ienc e do ct or at es  aw ar ded  from  1920 -197 1. Wom en  rece ived  10.8% 
of  th e do ct ora te s in th e hi gh ly  re le van t sub -field  of  as tron om y an d as tro- ph ys ic s 
an d 5.9%  of  th e  do ct or at es  in th e ch em is try sub -fie ld.  Wom en he ld  27% of  th e 
do ct or at es  aw ar ded  in  th e li fe  sc ien ces. (T he se  d a ta  were ta ke n fr om  sources 
pre pa re d by th e Nat iona l Ac adem y of  Sc ien ce s an d th e T’.S. Ce ns us  B ure au .)

4. The  te st s re fe rr ed  to  in  th e Mg. a rt ic le  we re  appare n tl y  of no  in te re st  to  
NA SA  be ca us e it  h as no t re qu es te d a copy  of  th e re po rt , even  thou gh  NASA is 
now  te st in g  fl ight  nu rs es  fo r th e  sh u tt le  pr og ra m . The  F eder at io n  w as  di re ct e 1 
to  in quir e ab out th e re port  a t  th e  Lo ve lac e Fou nd at io n la bora to ry , Albuq ue rque , 
New Mexico, w he re  th e te st s w er e co nd uc ted.

W hi le  th e Fed er at io n w as  purs uin g it s co rres po nd en ce  co nc er ni ng  th e si tu a 
tion  at  NA SA , a Fed er at io n mem be r fr om  C al if or ni a to ld  us  her ex pe rien ce  with  
a NAS A in st al la ti on . Tt’s a st ory  wh ich  pu ts  th e s ta ti st ic s in hu m an  te rm s.  Th e 
F edera ti on  mem be r re po rted  th a t whe n sh e he ld  a po st -d oc to ra l fe llow sh in  a t 
NA SA 's Am es Res ea rch Cen ter, it  was  th e  pra cti ce  of  th e  Cen te r to  in fo rm  all  
fe llow sh ip  ho ld er s th a t th e ir  pro je ct s wo uld la s t on ly tw o ye ar s.  At  th e end  o f  
th e  tw o years  th e  women wo uld  lea ve , bu t th e  me n wh o wish ed  to st ay  o”  w ” 'd  
he h ir ed  by loc al col leges. Th ey  wo uld th en  co nt in ue  t o wor k a t Am es w ith  NASA 
co ve ring  th e co st s to th e col leges.

W e be lie ve  th e  st a ti st ic s of  wom en 's em pl oy men t a t NASA to da y su gg es t th a t 
th is  d is p ara te  tr ea tm en t has co nt in ue d.  W hi le  we see  a few si gn s th a t NAS A 
reco gn izes  th a t it  ha s prob lems (i.e. it  is  now re cr u it in g  fo r th e  F edera l W om en 's 
P ro gra m  C oo rd in at or  s lot  which  h ad  been  e mpty fo r m on th s, an d th e A me s Cen te r 
has es ta bl is he d a wom en 's ad vi so ry  co unci l) , we ha ve  no t see n sign s th a t NAS A 
is de ve loping  th e  mea ns  of  re ac hi ng  ou t to  en co ur ag e wo me n to  ap ply a t NASA. 
F o r ex am pl e,  neit her th e Assoc ia tio n of  Wom en in Sc ien ce  nor th e Office of  Op- 
po rt un it es in  Sc ien ce  o f t he  A m er ic an  A ssoc ia tio n fo r th e  A dv an ce m en t of  Sci ence 
has been  co nt ac te d fo r in fo rm at io n on wom an -pow er  av ai la ble  in  th e  sci ences. 
W hi le  th e  F edera ti on  an d th e A ssoc ia tio n of  Wom en in  Sc ien ce  m et  w ith Hr. 
Dud ley McC onne ll to  di sc us s th e EEO  pr og ra m  a t NAS A, it  w as  not a  mee tin g 
which  focu se d on  ho w th e pro fe ss io na l re so ur ce s of  thos e gr ou ps  co uld be used  
to  ass is t re cru it m ent of wo me n a t th e  vari ous NAS A ce nte rs  or  to  ed uca te  NAS A 
m an ag ers  on  th e  avail ab il it y  of  wo me n in  th e sci enc es.

As  a p a rt  of  th e  su bc om m it te e’s in ves tigat io n  in to  NA SA ’s EEO  pe rfor m an ce , 
th e  F edera ti on  wo uld  also  dra w’ th e a tt en ti on  of  th e su bc om mitt ee  to  th e ro le  th e 
T'.S. Civil  Se rv ice Co mm iss ion  has pla ye d in  m on itor in g th e EEO  pro gr am  a t 
NAS A. I t is  our im pr es sion  th a t th e Civil  Se rv ice Co mm iss ion  has no t been 
d il ig en t in  ex er ci si ng  it s ove rs ig ht  fu nc tion .
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The  F edera ti on  re qu es te d a cop y of  NA SA ’s af fi rm at iv e ac tion  p la n  from  th e  
Co mm iss ion  in Oc tobe r, 1973. Only a ft e r five wee ks  did we  rece ive a reply to  our 
le tt e r an d a cop y of  th e  1973 plan . On e of th e  m os t st ri k in g  fe a tu re s of  th e  p la n 
was  th a t al th ou gh NAS A m an ag er s w er e as sign ed  re sp on sibi li ty  fo r th e EEO  
pr og ra m , no  pr oc ed ur es  were sp el led ou t e it her in dic at in g  how th e  re sp on sibi li ty  
w as  to  be  carr ie d  ou t or how th e m an ag ers  w er e to  be he ld  ac co un ta bl e fo r th e ir  
per fo rm an ce  in  th is  a re a . W he n an  ag en cy  su ch  as  NA SA  has  so cl earl y  fa il ed  to  
incl ud e wo me n an d m in or it ie s in  it s pr og ra m s,  th e  Ci vi l Se rv ice Co mmiss ion 
sh ou ld  no t to le ra te  su ch  va gu en es s.

I f  th e  Civ il Se rv ice Co mm iss ion  ap pears  unw ill in g or  in ca pa bl e of  ta k in g  eff ec
tiv e,  en er ge tic ac tion  to im prov e th e  si tu a ti on , th e  F eder at io n  wou ld  co mmen d 
to  th e su bc om m it te e' s a tt en ti on  th e w or ds  o f th e U.S. Co mm iss ion  on Civ il R ig hts  
in  Th e F edera l Civ il R ig h ts  Enfo rc em en t E ff ort —A R ea ss es sm en t (J a n u a ry  
1973).

CSC  now cl ea rly has th e po wer  to  s tr u c tu re  an d m on itor  ag en cy  pro gr am s and  
is  de ve loping  th e tool s . . . fo r do ing so. R es ul ts , in  te rm s of  in cr ea se d m in or
ity em pl oy men t in  pro fe ss io na l an d po lic y- m ak ing po si tio ns , sh ou ld  be  not ic e
ab le  in  th e nex t ye ar . If  su ch  pr ov es  not  to  be th e  ca se , a re vi ew  of  th e  re as on s 
sh ou ld  be give n to  rem ov ing th e F edera l eq ua l em pl oy men t opport unity  pro gr am  
from  th e Civ il Se rv ice Co mm iss ion  and pl ac in g th a t re sp on sibi li ty  in  an  in de 
pe nd en t agen cy  su ch  as EE OC .

Ame ric an  F eder ation of Govern ment E mp lo yees ,
Local 2284, Lyndon B. J oh ns on  Space Cen ter,

Houston, Tex., March 20,1974.
Con gr es sm an  Don E dwards,
Chairman, Subcommittee on Civil Rights and Constitutional Rights,  Committee 

on the Judiciary, U.S. House of Representatives, Washington, D.C. 
Dear Mr. Cha irman  : Lo ca l 2284, A m er ic an  Fed era ti on  of  G ov er nm en t Em 

plo yees,  A FL-C IO  is th e  ex clus iv e la bor re p re se n ta ti ve fo r Pro fe ss io nal , Non- 
Pro fe ss io na l an d mo st W age G ra de  civi l se rv ice em ploy ee s of  th e  Jo hn so n Sp ac e 
Cen ter, N at io nal  A er on au tics  an d Sp ac e A dm in is tr at io n, H ou ston , Tex as .

We  re sp ec tful ly  re ques t th a t th is  st at em ent,  su bm it te d to  you r co m m it te e on 
beh al f of  th e  em ploy ee s we  re pr es en t, be  plac ed  in th e re co rd  of  th e  re ce nt  h e a r
in gs  he ld  co nc er ni ng  E qual Empl oy men t O pp ortun ity  in NASA.

The  U ni ted S ta te s Civ il Se rv ice Co mmiss ion F edera l Per so nn el  M an ual  est ab 
li sh es  a  pr oc ed ur e by which  a la bo r o rg an iz at io n  may  file a th ir d -p art y  al le gat io n  
of di sc rim in at io n.

The  fo llo wing al le gat io n w as  filed by Loc al  2284  on M arch  7, 1974 : “I n  ac 
co rd an ce  w ith th e pr ov is io n of  Se ct ion 713.251 of  th e  Ci vi l Se rv ice Com miss ion’s 
re gu la tion s th ir d -p art y  al le gat io ns of d is cr im in at io n  are  he reby  m ad e again st  
th e fo llow in g:  Dr. Ja m es C. F le tc her , A dm in is tr at or.  NAS A; Dr. Dud ley McC on
ne ll,  A ss is ta n t A dm in is tr a to r fo r E qual  Em pl oy m en t O pp or tu ni ty  ; Dr . C hri st o
ph er  C. K ra ft , Jr .,  D irec to r,  Jo hn so n Sp ac e C en te r;  Mr.  P h il ip  II . W lii tbec k,  
D irec to r, A dm in is tr a ti on  an d P ro gr am  Sup po rt , Jo hn so n Sp ace C e n te r; Mr . 
Jo se ph  D. A tk inso n,  Equal  Em pl oy m en t O ppor tu ni ty  Officer, Jo hnso n Sp ac e 
Ce nter .

The  af ore m en tioned  officers , su pe rv isor s,  em ploy ee s a n d /o r agen ts  fo r th e  N a
tion al  A er on au tics  and Sp ac e A dm in is tr at io n, in di vi dua lly  a n d /o r in  co nc er t, 
ha ve  in te rf e re d  w ith , fr u s tr a te d , im pe de d,  de la ye d an d igno re d th e  pre se nting  
an d proc es sing  of  empl oy men t d is cr im in at io n  c om pla in ts  b ec au se  o f race , nati onal 
or ig in , re lig io n,  a n d /o r s e x ; ha ve  en ga ge d in ac ts  of  re s tr a in t,  co ercion  an d re 
pri sa l again st  em ploy ee s of  th e  Agency who  ha ve  so ug ht  co un se lin g or  who  ha ve  
pre se nt ed  or so ug ht  to  pre se nt , proc es se d or  so ug ht  to  pr oc es s co m pl ai nt s of  d is 
cri m in at io n  in em pl oy men t fo r th e af or em en tion ed  re a so n s; ha ve  en ga ge d in  ac ts  
of  re pri sa l,  co ercion  an d re s tr a in t aga in s t re pre se n ta ti ves of an d w itn es se s fo r 
em ploy ee s wh o ha ve  pre se nte d  co m pl ai nt s of  d is cri m in ati on : an d ha ve  de laye d,  
impeded, su bv er te d a n d /o r dis ap pr ov ed  th e  de sign , p re para ti on , an d im plem en 
ta ti on  of an y an d al l pro gra m s in te nd ed  to  fo st er or im prov e eq ua l em pl oy men t 
oppor tu ni ty  fo r a ll  em ploy ee s of  th e Jo hn so n Sp ac e Ce nter .

The  ch ar ge s co nt ai ne d in  th a t al le gat io n a re  tr u e  an d fu lly su pp ort ab le .
The  nu m be r of  co m pl ai nts  of disc i im in at io n  of  th e  Jo hn so n Sp ac e Cen te r filed 

by civi l se rv ic e em ploy ee s has  re ac he d an  al l- tim e high . NASA lia s ne ve r, to  our 
know led ge , mad e an  of fe r of  i nfo rm al  se tt le m en t on an y dis cr im in at io n  co m pl ai nt  
filed a t th e Jo hn so n Sp ac e Cen te r. In st ead . NAS A has co ntinual ly  de la ye d an d 
p ro cra st in ate d  in th e pr oc es sing  of co m pl aint s.  It  sh ou ld  be no ted th a t th e  re gu
la ti ons is su ed  by th e U.S . Ci vi l Se rv ice Co mmiss ion te nd  to  fa vor th e ag en cy  in



th a t firm tim e lim it s are  im posed on th e co m pl ai na nt  but tim e li m it s im posed on th e  ag en cy  a re  no n- ex is ta nt .
The  t h ir d -p art y  c om pl ai nt  p ro ce du re  does n ot  s pe ci fy  a tim e lim it  o n th e agency to  re sp on d to  th e co mpl aint  but  whe n th e agency  do es  re sp on d (w hi ch  ma y be ne ver ) th e  th ir d-p art y  has  th ir ty -d ays to  file th e  co m pl ai nt  w ith th e  U.S . Civi l Se rv ice Co mm iss ion  if  th e  Ag ency 's an sw er  is  no t sa ti sf ac to ry .In  re la ti on  to  in di vi du al  co m pl ai nt  of  di sc rim in at io n, th e U.S . Ci vi l Se rv ice  Co mmiss ion re gu la tions im pose  tim e lim it s on th e co m pl ai nan t whe n it  is th e co m pla in an t’s tu rn  to  a c t but th e ag en cy  is  c on trol le d by th e va gu e tim e lim it  "a s ex pe di tiou sl y as  po ss ible. -’ In  actu a l pra ct ic e,  th e ag ency  oft en  de la ys  proceedin gs  to  th e nex t st ep  fo r se ve ra l m on th s or  unti l th e  co m pla in an t de m an ds  tlia c th e agen cy  mo ve on to  th e nex t ste p.
We al so  wi sh  to  po in t ou t th a t th e  U.S . Ci vi l Se rv ice Com miss ion is no t assu ri ng  th a t th e co m pl ai nt s a re  be ing proc es sed in  a tim ely m an ner . Th e agency is  re quir ed  to  re port  on a mon th ly  ba si s to  th e  Co mm iss ion, th e  s ta tu s  of ea ch  co m pl aint . The  Co mm iss ion  is  al lo win g N A SA /JSC  to  de la y and  pro cr as ti nat e.In  ad dit io n,  th ere  ha s been  a t le ast  one ca se  whe re  th e  Com miss ion it se lf  has  d ir ec tly  a tt em pte d  to  in te rf e re  w ith  th e  pr oc es sing  of  a co m pla in t to  th e d e tr im en t of  th e  em pl oy ee /com pl ai na nt . The  Co mm iss ion  sto pp ed  th e ir  in te rf ere nc e only a f te r  a fo rm al  p ro te st  was  su bm it te d  to  C ha irm an  H am pt on  by th e a tt o rn ey  fo r th e em pl oy ee /c om pl ai na nt .
The  EEO  officer a t Jo hn so n Space C en te r does not  re port  dir ec tly  to  th e Cen te r D irec to r.  li e  re port s to  th e D irec to r of  A dm in is tr at io n  an d P ro gra m  Sup po rt (A &PS ). The  D irec to r of  th e A& PS is  co ns id er ed  to  be th w art in g  th e  at te m pts  of  th e  EE O officer. F or ex am pl e,  th e  Fed er al  W om en 's P ro gra m  es ta bl is he d in 1968 by th e  Co mm iss ion  is  yet  to be  im plem en ted a t th is  ce nt er . Th e pr og ra m  fo r th is  cen te r w as  w ri tt en  ov er  si x mon th s ago an d is  st il l aw ait in g  ap pr ov al  by th e D irec to r of  A&PS.
Thi s Unio n, th e U.S.  Civ il Se rv ice Co mm iss ion  an d NA SA H eadquart ers  ha ve  al l reco mmen de d th a t th e EE O officer re port  direc tly to  th e C en te r D irec to r. Yet. th e  C en te r D irec to r re fu se s to  pl ac e th a t lev el o f  im port an ce  on th e EE O pr og ra m .
W ithi n th e past  six  mon ths, th re e em ployee  dis cr im in at io n su it s ha ve  been filed in  Federa l Cou rt  again st  NA SA  Jo hns on  Sp ace Cen te r.
In  su m m at io n we  ar e  shoc ke d th a t th is  ag en cy  wo uld  en ga ge  in  so m an y ac ts  of re ta li a ti on  again st  th os e wh o file  di sc rim in at io n co m pl aint s,  again st  th e ir  w itn es se s an d re pr es en ta tives . I t  is eq ua lly d is tu rb in g  th a t th e  U.S . Civ il Ser vice Co mmiss ion ha s fa il ed  to  en fo rc e th e eq ua l em ploy men t oppo rt un ity  laws an d re gula tions a t th is  ce nt er , has fa il ed  to  en fo rce th e  ri gh t of  em ploy ees to  ex pe di tiou s pr oc es sin g of  dis cr im in at io n  co m pl ai nt s an d has it se lf  en ga ge d in  ac ts  de sign ed  to im pe de  an d nul li fy  em ploy ee  co mpl aint s.
We ho pe  th a t th e ef fo rts of your  Com mitt ee  wi ll br in g ab out a to ta l ch an ge  in a tt it u d e  by th e Civ il Se rv ice Co mm iss ion  an d NAS A, an d wi ll ca us e th e Commission  to vigo rous ly  en fo rc e th e eq ua l em pl oy men t law s an d re gul at io ns of fe dera l em plo yees.

Sinc erely,
Curtis E.  Vetter, Pres iden t.

Statement of ti ie  League of Associated Women 
(B y Is ab el  W els h P ri tc h ard )

The  Le ag ue  of  Assoc ia ted Wom en  (L A W ) is  an  em ployee  org an iz at io n  re pre se nt in g wo men in ac ad em ic  an d no n-ac ad em ic  po si tio ns  em ploy ed  by th e Unive rs ity  of  C al ifor ni a,  Berke ley.  F o r th re e  yea rs  LA W has been inv olve d in  a co nt in ui ng  st ru gg le  to  ac hi ev e eq ua l op po rt un ity  of  em ploy men t fo r wo me n a t th e U ni ve rs ity . The  U ni ver si ty  is a m aj or fe der al  co nt ra ct or,  an d fe de ra l s ta tut es  an d re gu la tion s guara n te e  th a t su ch  co ntr acto rs  m us t a c t to ass ure  eq ua l em ploy men t op po rtunity to  wo men an d m in or it ie s.  Thr ee  years  ago , th e  ad m in is tr a ti ve  proc es s he ld  ou t a th eo re ti ca l po ss ib ili ty  fo r ju st ic e.  To da y.  LAW an d all  o th er af fecte d gr ou ps  wh ich  hav e dea lt  w ith  th e U niv er si ty  an d th e a d m in is tr a ti ve  ag en cies  re al iz e th a t th is  was  a vai n hop e. LA W is  plea se d to ha ve  th e opport un ity to  se t fo rt h , ve ry  br iefly , a su m m ar y of  th e  fa il u re  of  en fo rc emen t of  Exe cu tiv e O rd er  11246 a t th e U ni ve rs ity . Per hap s,  in  co nj un ct io n with  ot her  in fo rm at io n co nc er ni ng  th e co mpl ianc e ag en cies , th e con ta cting ag en cies  an d th e co nt ra ct or s,  spe cif ic prob lems ca n be iden tif ied an d so lu tion s pro posed
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wh ich  wil l mak e th e Exec ut iv e O rd er  a m ea ni ng fu l ve hicle fo r ac hi ev in g no ndis cr im in at io n in em ploy men t.
A few  ev en ts  se t an  adeq uat e fr am ew ork  fo r d is cu ss io n: In  Apr il 1971 a com

p la in t again st  th e U niv er si ty  ch ar gi ng  se x d is cr im in at io n  in em pl oy m en t was  
file d by LAW w ith  IIEW . W he n alm os t a year had  pa ss ed  w ithout an y sign ifi 
can t ac tion  by HEW , LA W filed su it  in fe der al  court  se ek in g ano th er av en ue  
o f  re dre ss  of  gr ieva nc es . The  fe der al  co urt  po stpo ne d ac tion on th e su it  to  af fo rd  
II EW  a fu ll  opport uni ty  to  in ves tigat e an d comp ose a L ett er of  Fin di ng s.  The  
L ett er of  Fin di ng s was  fin all y de live re d to  th e U niv er si ty  on No ve mbe r 27, 1972, 
ne ar ly  six m on th s be hind  th e tim et ab le  II EW  off icials  ha d re pre se nte d to  th e co ur t.

Th e IIEW  L ett er of  Fin din gs fo un d th e U ni ver si ty  ou t of  co mpl ianc e with  
Exe cu tive  O rd er  11246 and  su bst an ti a te d  ev ery m ajo r co nt en tion  of  LAW'S com
pl ai nt . Fr om  Nov em ber 1972 th ro ug h Nov em be r 1973. re pe at ed  mee tin gs , neg ot ia 
tion s an d ex ch an ge s of do cu m en ts  oc cu rred  be tw ee n H EW  an d th e U ni ve rs ity . 
T hr ou gh ou t th e pr oc es s H EW  tr ea te d  th e  U ni ve rs ity  w ith ex tr em e ca re , ex p la in 
ing  an d re -e xp la in in g th e  re qu ir em en ts  of  fe der al  law . No af fi rm at iv e ac tion  pr og ra m  co mplying  w ith  fe der al  law  was  prod uc ed .

F in al ly , on Nov em be r 16, 1973, H EW  seem ed  to  ha ve  re ac he d th e  en d of  it s 
pa tie nc e.  In  a le tt e r se nt  on  th a t dat e to  th e Cha nc el lo r of  th e U ni ve rs ity , HEW  
foun d th e U niv er si ty 's  pr op os ed  af fi rm at iv e ac tion pr og ra m  un ac ce pt ab le  an d 
se t ou t in  deta il  si x m aj or are as in wh ich  th e pro gra m  was  de fic ien t. The  Dire c
to r,  Office fo r Civ il R ig ht s,  H EW  co nc lud ed , “Unles s th e U niv er si ty  su bm it s an  
ac ce pt ab le  Affi rm at ive Act ion P ro gra m  w ithin  th ir ty  da ys , I wi ll ha ve  no a lt e r
nati ve bu t to  co nc lude  th a t UCB is una ble  to  comp ly w ith  It s ob liga tion s as  a 
fe der al  con tr ac to r. ” The  aw ard  of  som e fe der al  con tr acts  was  de laye d in  th e mea nt im e.

In  th ir ty  da ys , ano th er Affi rm at ive Acti on  Pro gra m  was  su bm it te d to  HEW . 
Thi s do cu men t m et  no t a sing le  one of  th e de fic ien cie s which  II EW  had  se t fo rt h  
a mon th  ea rl ie r.  Und er  th e Exe cu tive  O rd er  an d th e det ai le d fe de ra l re gula tions 
en fo rc in g it , 41 C FR  §§ 60-2.1 et  aeq. an d under  it s ow n w ri tt en  gu id el in es , H EW  
a t th is  po in t ha d no lega l ch oice  bu t to  is su e a show  ca us e no tic e to  th e  Uni 
ve rs ity . The  en fo rc em en t pr oc ee di ng s wh ich  ca n lead  to ca nce llat io n of  fe der al  
contr ac ts  an d de ba rm en t fr om  fu tu re  con tr ac ts  sh ou ld  ha ve  been  in it ia te d  in Jan u a ry  1974.

No such  pr oc ee di ng s wer e in it ia te d . In st ead , H EW  an d th e U niv er si ty  neg ot i
a te d  a co nc il ia tion  ag re em en t which  give s th e U niv er si ty  un ti l Sep tem be r 1974 
io  pr od uc e an o th er pr og ra m  fo r H EW  to  revi ew . The  im po rt an ce  of th e  Se pt em 
be r 1974 date  sh ou ld  no t be  overl oo ke d.  The  U ni ver si ty  is  not no te  in  co mpl ianc e 
w ith  th e Exe cu tive  O rd e r ; th e adm in is tr a ti ve  ag en cy  ch ar ge d w ith bring in g 
abo ut co mpl ianc e ha s,  biz ar re ly , decid ed  th a t six m on th s is th e tim e th e Uni
ve rs ity  st il l ne ed s to  de ve lop an  af fi rm at iv e ac tion  pl an . Th e on ly dif fic ul ty w ith  
H E W ’s de cision  is th a t it  d ir ec tly  contr ad ic ts  fe der al  law .

LAW fin ds it se lf  in  a pec ul ia rl y is ol at ed  po si tio n.  I t is  no t dealt  w ith direc tly 
by HEW , by th e  Office of  F edera l C ontr act Co mp lia nc e, D ep ar tm en t of  La bo r, 
no r by an y of  th e con tr acti ng  ag en cies , in cl ud in g NASA. Ye t th e be ha vi or  of al l 
th es e en ti ti es di re ct ly  af fe ct s, po si tive ly  or  ne ga tive ly , th e  ri gh ts  which  LA W is 
se ek in g to  vi ndi ca te . All of  th e  in fo rm at io n avai la ble  to  LA W in dic at es  th a t 
ea ch  of  th e  ag en ci es  li st ed  ab ov e lia s be ha ve d in  a m an ner  de libe ra te ly  ca lc u
la te d  to  th w a rt  ac hi ev em en t of  eq ua l em pl oy men t op po rtun ity . HEW , as  show n 
ab ove, has  no t ac te d in  ac co rd  w ith  fe der al  re gu la tion s.  Th e D ep ar tm en t of  
Lab or  ha s ap pr ov ed  II E W 's  ac tion . As  Se cretar .v  W ei nb er ge r sa id  in hi s M arch  
1. 1974, pr es s re le as e,  sp ea kin g of  th e  co nc il ia tion  ag re em en t w ith  Berke ley,  
“ Sec re ta ry  B re nnan 's  he lp  w as  in st ru m en ta l in  ac hi ev in g th is  fine  re su lt .”

Fro m  th e C al if orn ia  van ta ge i>oint, th e be ha vi or  of  NAS A has  been  ju s t as  
da m ag in g.  A lth ou gh  NA SA  cl ai m ed  it  w as  ta k in g  a neu tr a l ro le  in th e  con
tr ov er sy ,1 it  is  ve ry  appare n t th a t w hat  NA SA  de si re d,  an d w hat  it  ac hiev ed , was  
th e  st am p of  ap pro val  fo r th e  U niv er si ty ’s co mpl ianc e st a tu s,  re gar dle ss  of  th e 
fa ct s.  A ra pi d re so lu tion  of  th e prob lem so th a t con tr acts  could  go to  th e Uni 
ver si ty  was  NA SA ’s pr im e co ns id er at io n.  U nfo rt unat el y , ra th e r th an  urg in g th e 
U ni ve rs ity to  comp ly in  good  fa it h  w ith fe der al  law . NASA sa w  it s ro le  as  
pr od di ng  H EW  an d th e D ep art m ent of  L a b o r2 to  re so lve th e ir  di fferen ce s— bu t 
on ly  in  th e di re ct io n of  al lo w in g th e ne w con tr ac ts  to  be aw ar ded . In de ed , it  
seem s ve ry  lik ely th a t NA SA  a ss ure d adm in is tr a to rs  a t th e  Sp ac e Sc ien ce  L ab ora 
to ry  of  th e U ni ver si ty  th a t th e  m att e r wou ld be reso lved  fa vora bly  so th a t th e

1 “ ‘We'r e tr y in g  to  st ay  ou t of  th e middle of  th is ’,” Georg e V ec ch ie ttl , NASA de pu ty  adm in is tr a to r fo r pr oc ur em en t, is  qu oted  in  th e Lo s An ge les  Times , M ar ch  1, 197 4.2 Los An gel es Times , M arch  1, 197 4.
44- 37 7— 75-------14
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L ab or at or y be ga n som e elem en ts  of th e  fe de ra l wor k pri or to  an y offic ial ac tio n 
on  th e co mpl ianc e m att er.  F or a co ntr acti ng  ag en cy  to  as su m e su ch  a ro le  wo uld  
be  in ju ri ous in th e  be st  of  ci rc um stan ce s.  In  th e ca se  of  th e  U ni ve rs ity , wh ich  
has long  ev iden ce d it s det er m in at io n  to  av oid co mpl ianc e w ith  fe der al  law , 
NA SA ’s in te rv en tion w as  d is as tr ou s.

Th e U ni ve rs ity' s ef fo rts ha ve  been  a pp ro ve d by tw o fe de ra l co mpl ianc e agencie s. 
NA SA 's mill ions  of dollar s are  flo wing  to  th e Sp ac e Sc ien ce  Lab or at or y,  bu t 
th os e wh om  th e Exe cu tive  O rd er  w as  m ea nt  to  pro te ct  ha ve  seen  no pr og re ss  
to w ar d eq ua li ty . Th e fa u lt  ca n on ly be w ith th e pr ot ec to rs . On ly wh en  th e 
con tr acti ng  ag en cies  an d th e co mpl ianc e ag en cies  mak e af fi rm at iv e ac tion  a high  
pri ori ty  will  ad m in is tr a ti ve en fo rc em en t gai n  an y cr ed ib il ity.  U nt il then , th e 
Exe cu tive  O rd er  wi ll be tr eate d  as  an  ob stac le  to  th e  re le as e of  fe de ra l fu nds 
and  will  co nt in ue  to be av oide d as  it  has  been in  th is  in st an ce . Per hap s th es e 
he ar in gs  will  m ar k the be ginn ing of a ch an ge .

Statement of Ruth B ates Harris

Tha nk  you  fo r th is  opport unity  to  sh are  w ith you our co nc erns  re ga rd in g th e «
s ta tu s  o f Equ al  O pp or tu ni ty  in  NAS A.

As you a re  al re ady  aw ar e,  NASA has  dem ons tr at ed  to  th e w or ld  th a t it  has  
lim it le ss  im ag in at io n,  vis ion , ca pa bil ity,  co ur ag e an d fa it h , lim it le ss  pe rs is te nc e 
an d in fini te  sp ac e po te nt ia l.  Te ch no logi ca l pr og ra m s,  st im ula te d  by pr og re ss  in 
sp ac e a re  c ontr ib ut in g t o ad va nc es  i n me dicin e, tr ansp ort a ti on , el ec tro ni cs , m an u-  *
fa ct ori ng , sa fe ty  a nd  nea rl y  ev ery hum an  ac tivi ty .

Yet, w hi le  Am eri ca  co nt in ue s to  ad va nce  in ex tr a -t e rr est ri a l ex pl or at io n,  oth er  
pri o ri ti es co mpe te  fo r pu bl ic  su p p o r t; re so lu tion s to su ch  pers is te n t prob lems as  
th e en ergy  cr is is , th e eros ion of conf ide nce in Gov ernm en t, po ve rty,  d is cr im in a
tio n, ri si ng co st of liv ing,  ill ne ss  and  di se as e,  cr im e,  co nc er ns  of  th e ag ing,  
nar co tics  an d da ng er ou s dr ug s,  in ad eq uate  ho us ing fo r low  and mid dle incom e 
g ro u p s uncert a in ti es in th e nat io nal  eco nom y, cr is es  in  in te rn ati onal re la tion s,  
var ia ti ons in  Amer ica’s im ag e ab ro ad .

The  la s t co nc ern,  vari a ti ons in  A m er ic a’s im ag e ab ro ad , w ill  be det er m in ed  to 
a la rg e de gr ee  by th e way  Amer ica tr e a ts  it s m in or it ie s an d wo me n a t hom e.

O ur  nat io n  ca nn ot  af fo rd  th e lu xury  of  al lo win g a go ve rn m en t ag ency  to  
d is cr im in at e ag ai ns t an y se gm en t of  it s publi c. Nor  c an  it  al low th e  ex tr av ag an ce  
of  th e tw in  ev ils  of ra ci sm  an d sexi sm  to sh ac kl e us  al l. C er ta in ly  an  ag ency  
th a t ne ed s th e su pp or t of  th e  w or ld—re pre se nting a di ve rs e po pu la tion  of ov er  
on e- ha lf  fem ales  an d tw o- th irds  who are  of  d ark er ra ce s— has a m or al  ob lig at io n 
to  ass u re  th a t such  hi st ori ca lly  ex clud ed  grou ps  as women, blac ks , nati ve Amer i
ca ns . Spa ni sh  sp ea ki ng  an d A sian s a re  re pr es en te d in al l fa ce ts  an d lev els of  it s 
pr og ra m s.

It  was  th es e ki nd s of  co nc erns  th a t pr om pted  th re e se ni or  EEO  st af f mem be rs  
in  a p ri vate  mee tin g on Se ptem be r 21, 1973 to pr es en t a fa c tu a l re port  to  th e 
A dm in is tr a to r of NAS A. I t has  been  vo lu nta ri ly  pr ep ar ed  a t our ow n tim e an d 
ex pe nse. As we  walke d him  th ro ugh th e re por t— w itho ut an ge r or  u lt im at um s—  
we  tr ie d  to  he lp  him  to  em pa th iz e w ith st aff ’s m on th s an d ev en  yea rs  of  agon y 
an d di si llus io nm en t o ve r br ok en  p ro m ises  a nd  s hatt ere d  h ope s.

O ur  re port  to  th e A dm in is tr at io n w as  m ea nt  to  he lp  him  under st an d th e “h is 
to ry  of  p ast  fa il u re  of  NA SA 's Equal  O pp or tu ni ty  pr og ra m , an d to  ap pre ci at e 
ou r specific reco m m en da tio ns  which  we  co ns id ered  a b lu ep ri n t fo r th e high ly  
su cc es sful  pr og ra m  which  (N AS A) co uld an d sh ou ld  ha ve ”. #

As se ni or  st af f mem be rs,  we  so ug ht  no  sp ec ia l em ploy men t co ns id er at io ns  fo r 
ou rselve s.

The  re po rt  s ta te d : “E qual  opport unity  in  NA SA  is  a near- to ta l fa ilure . Th e 
re pre se nta ti on  of  m in or it ie s in  NA SA  is th e lowes t of  al l ag en cies  in  th e Fed er al  
Gov ernm en t. Wom en a re  cl us te re d in  an d la rg el y re st ri c te d  to  cl er ic al  job s.

Th e fo llo wing is a h is to ry  of  m in ori ty  per ce nt ag es  of to ta l em ploy men t in  
N A SA : Percent

1970 __________________________________________________________________ J . 5

1972 (N ov em be r) ___________________________ ___________________________  5 .2
1973 (J u n e ) — _________________________________________________________  5. 19
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Com pa re d to  NA SA ’s 5.19% , th e Fed er al  Gov er nm en t is  now 20%.  At  th e 
pre se nt ra te  of  in cr ea se , NA SA wou ld  re ac h on ly 9%  m in or ity  po pu la tion by th e 
year 20 01 !”

I t  m us t be po in te d ou t th a t th e  te rm  "m in ori ty ” is  no t re s tr ic te d  to  bl ac k 
em ploy ee s hu t, ac co rd in g to Civi l Se rv ice Co mm iss ion  Guide lin es , it  in cl ud es  
(B lack s,  Spa ni sh -s ur na m ed  or  Sp an ish sp ea kin g),  N at iv e Am er ic an s an d O rien 
ta ls . W hi le  al l of  th es e gr ou ps  are  und er -r ep re se nte d in  NAS A, th e pr ob lems of  
B lack s an d Sp an ish sp ea ki ng  are  hor ri fy in g.

87.8 % of  fem ales  in  NA SA  w er e in  g ra des  1-9 as  of  Dec em be r 31, 1972. 15.8% 
of  males  were in su ch  gr ad es .

70%  of  NA SA  em ploy ees were in gra de s 10 a nd ab ove as of Ju ne  30, 1973 w hi le  
29% of  Black  NASA em ploy ees were in su ch  gr ad es .

Th e av er ag e gr ad e of  m in or it ie s h ir ed  in FY  1972 w as  3.8.
Th e av er ag e gr ad e of al l h ires  in  FY  1972 w as  5.9. NA SA ’s re quir em en t to  

lower  th e gra de lev el is  be ing ac co mpl ishe d a t th e ex pe ns e of  m in ori ti es  and  
female s.

37%  of  m in or ity  h ir es  i n FY  1972 w as  a t gra de  2 (13  o ut o f 3 5) .
Th e av er ag e m in or ity  gra de in F ebru ary  1973 w as  8.9. T he av er ag e gra de of  

al l em ploy ees was  11.0. The  av er ag e gra de of  fe m al e em ployees w as  0 .1.
In  FY 1972, th re e ce nte rs  ha d no m in ori ty  h ir e s : Lan gley  R es ea rc h C en te r 

(10 to ta l)  ; Ken ne dy  Sp ace Cen te r (24  to ta l)  ; and Jo hn so n Sp ac e Cen te r (22  
to ta l I.

.lu st  as  th e  re as on s fo r th is  co nd it io n a re  not  hard  to  id en ti fy , th e  so lu tion s 
a re  al so  re ad ily  ap par en t.  Pub lic and p ri va te  org an iz at io ns , which  foun d th em 
sel ves in  no n-co mplianc e w ith th e la w s re quir in g  eq ua l em pl oy men t op po rtun ity,  
lon g ago di sc ov ered  th a t th e way  ou t is  a pr og ra m  co ns is ting  of  a fir m co mm it
m en t of  top  m an ag em en t, es ta bl is hm en t of  a high ly  co mpe tent  eq ua l opport unity  
or ga ni za tion , pr ov id in g it  ad eq uat e re so ur ce s an d un qu al ifi ed  ba ck ing,  an d re 
qui ring  m an ag em en t a t al l lev els  to  pr od uc e re su lts .

Dur ing th e  si xt ie s and earl y  se ve nt ie s,  th ousa nds of  ag en ci es  and  p ri va te  
or ga niz at io ns ha ve  by th es e mea ns  ac hi ev ed  a de gr ee  of  im prov em en t. Pre se nt ly , 
th e Fed er al  go ve rn m en t av er ag es  fo ur tim es  th e m in or ity re pre se n ta ti on  of 
NASA. Eve n th e NASA co ntr ac to rs , us in g si m il ar  ty pe s of  m an po wer  sk ill s, 1 av e 
reac he d a po si tio n of  m in or ity u ti li zati on  th re e tim es  th e lev el of  NASA, th e ir  
cu stom er .

NA SA has fa il ed  to  pro gr es s be ca us e it  has  ne ve r mad e eq ua l opport unity  a 
pr io ri ty . A pp ro pr ia te  st a te m en ts  ha ve  been  issu ed , bu t whe n th e co mm itm en t is 
te sted , it  is  fo un d lack in g.  A so un d eq ua l op po rt un ity  st af f was  per m it te d  to be 
form ed , bu t it  has been  co nt in uo us ly  kep t sh ort  of  re so ur ce s an d under  th e co n
tr o l of  in se ns it iv e middle m an ag em en t. Fie ld  in st a ll a ti ons ha ve  been re qu ir ed  
to  es ta bl is h eq ua l opp or tu ni ty  offices, but in ca se s whe re  th ey  prop os ed  to  a pp oin t 
un qu ali fie d,  un co m m it te d pe rs on s to st af f th es e pr og ra m s,  th e ob ject io ns  of th e 
headquart ers  Equ al  O pp ortun ity  st af f were ov er ru led.

As we  si m il ar ly  s ta te d  be fo re  a Sen at e A pp ro pr ia tions Su bc om mitt ee , ou r com
m en ts  a re  no t in te nde d as  in st ru m ents  of  mal ice or vi nd ic tiv en es s.  In st ea d, we  
seek  su pp ort  in pr ic ki ng  th e conscien ce  of  th e  Agency to  he lp  it ac hi ev e th e kind  
o f  Equ al  O pp or tu ni ty  pro gra m  th a t wou ld  be co m pa tib le  w ith  it s ge ni us  in  sp ac e 
ex pl or at io n.

Tes tim on y has been  pre se nt ed  by  NA SA  in  pr ev io us  hea ri ngs in dic at in g th a t 
th e ag en cy  is  on  th e way  to  reco ve ry  from  it s past  civi l ri ghts  fa il ure s.  C ert ai n ly  
al l of  us  wou ld lik e to  be lie ve  th is . The  ob liga tion  of  a Fed er al  ag en cy  to end 
job d is cr im in at io n is a v it a l one .

B ut if  th e  cl ai m s of  pr og re ss  are  not  true,  if  th e  pr ac ti ce s which  ex clud ed  
wo me n and  m in or it ie s from  part ic ip a ti on  in  th is  co untr y’s sp ac e pr og ra m  are  
st il l in  eff ec t, th en  th is .c om m it te e,  lik e th e Sen at e Com mitt ee s ho ld in g si m il ar  
hea ri ng s re ce nt ly , has an  im port an t ro le  to  pl ay  in en ding  in st it u ti onal ra ci sm  
an d sexi sm  i n NASA, be fo re  th e re m ai ni ng  p ub lic  s up port  o f ou r sp ac e pr og ra m  is 
fu rt h e r dim in ishe d.

Th e st a te m ents  rece ived  by yo ur  co mm itt ee  fr om  nu m er ou s hum an  ri ghts  
or ga ni za tions  an d in di vi du al s,  re pre se nt in g th e se riou s co nc erns  of  Sp an ish 
Amer ican s. Black s, wo me n and oth er  c iti ze ns , sh ou ld  be reco gn ized  a s a re m in de r 
th a t in  1974, a  Fed er al  ag en cy  which  co nt in ue s to  re s tr ic t it s job h ig her  level 
opport un it ie s to  w hi te  An glo  male s, wi ll soon des tr oy th e pu bl ic  su ppor t it  m us t 
ha ve  to  su rv iv e.

NAS A cl ai m s pr of es sion al  m in or it ie s an d wo me n ca nn ot  be fo un d,  bu t an  
ex am in at io n of  th e re co rd  wou ld  show  th a t qu al ifi ed  m in or it ie s an d fe m al es  are
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often rejected when they apply for jobs. In Exhibit 5 of our report to the Senate Committee on Aeronautics and Space Science, copy of which we have submitted for record, you will find a chart tha t gives ju st a few examples of the kinds of people who have applied to NASA and the kinds of people who have been rejected. They happen to be minority and /or  female.
Among them are the following :
A Bachelor of Arts Degree and Master’s Degree recipient in Personnel Administration, having counseled in the Job Corps and worked closely with young people.
Another, a B.S. Degree in Physics.
Another, a Master of Business Administration Degree recipient who was a commercial pilot with instructor ’s rating in instrument and airc raf t flying. Wide experience including Aeronautical Systems and Air Force Systems. The applicant  also was a 332nd Fighter Pilot.
Another, a pilot and Communications Air Controller with training in mechanical engineering. Experience included traffic specialist, EEO officer, a compliance specialist as well as other  diversified experience.
Another, a degree recipient in International Relationships and International Law.
Another, a degree recipient in Computer Science.
Another, a former personnel stalling specialist and presently d irector  of personnel for a large city police department.
Another, a Master's Degree recipient in Public Administration, magna cum laude autho r with considerable experience.
After having heard tha t qualified minority and female applicants were unava ilable, we were surprised to receive a note from Personnel accompanying the return  of resumes of such highly qualified applicants tha t “they are too powerful for (NASA’s) needs”. Some applicants were scientific and technical, some were in personnel, law, public affairs and other fields.
NASA ranks as low as 22 out of some 26 agencies as f ar as its female participation as attorneys.  Its  record of hiring minorities as attorneys seems worse.These persons and others with outstanding skills have been rejected by NASA time afte r time. The Personnel Office, considered the official doorkeeper to equal opportunity, virtual ly has no minorities in key personnel management responsibility positions. There are many o ther offices in NASA with a simila r picture.In hiring and promoting non-technical professionals, NASA does no better in hiring females and minorities than it does in technical jobs. NASA has overly emphasized the engineering job category, implying tha t this is the only area tha t will measurably increase the rate of participat ion of females and minorities in NASA. As we look at  the job categories which have not been identified as hard to recruit, we find the percentage of partic ipation  about the same as tha t for engineering and science, or worse.
In other  words, in the non-scientific and technical category, there are 53 percent jobs available. NASA has 3.6 percent minority participa tion in the scientific and engineering category. It has 3.7 percent participation in the professional administration position categories—virtua lly about the same,
Regarding goals and timetables at the time of NASA’s 1/24/74 report to the Senate Committee on Aeronautics and Space Science, some major centers still appeared to be refusing them. Several months ago. about November 1972, members of the EEO staff presented to the Equal Opportunity Council what was thought to be a broad, meaningful goal and timetable proposal for the rest of the decade. Goals for one year were accepted by the Council and rejected by management.
Goals and timetables must not only be tangible at such entry level jobs as Grades 1-4; they must also be tangible to middle and upper grade levels and the various job categories and especially in problem areas. As l ate as January 24. 1974. we have seen nothing to indicate NASA’s willingness to adopt  such goals ; meanwhile, more time is wasted.
NASA claims its upward mobility program is a success, but investigation would reveal no one has yet completed the program. The first persons—only seven—were appointed in December and NASA’s claim of success a t the 1/24/74 hearing suggests deception of the Committee.
NASA claims its Co-op program has been a key source of technical talent, but closer examination may show a small percentage of NASA co-ops complete the program, perhaps only five to six percent became NASA employees, and a rather significantly important ixfint, the number of co-ops becoming NASA employees include very few minorities or women.



Comments were made before the  Senate Committee on Aeronautics and Space Science tha t about 160 positions have been set aside to be tilled by minorities and women or if not "they will not be tilled”. We would like to comment about that, particularly on the statement of one NASA spokesman.
We believe it is significant tha t we reflect on th at statement. It  makes us feel tha t a basic problem is involved, a lack of understanding of wh at equal employment opportunity really means. The spokesman indicated tha t one of the goals of the new EEO program for 1974 was to fill 80 professional positions with minority employees and 80 with women. This, to us, is an amazing statement . If these 160 positions are actual  career professional positions, it is reasonable to assume that  an agency which considers itself “running a tight  ship” could afford to let a rath er unsubstantia l number of professional positions go unfilled and to set them aside for an indefinite period. Or are these 160 positions something else?
In other words, if they a re among those to be abolished sometime in the future, it would certainly be a cruel hoax to recruit  minorities and women for the sake of the record and then separa te them after a short period of employment through reduction in force.
And even worse, if these positions are to be essentially “made” positions to pacify minorities and women, then it is not only insulting to these groups, but it is a fraud  on the  American taxpayer.
We question, too, the concern of overlap. The question arises, how many in NASA are using the double categories—that is, minority and female category?Also, we would like to comment on another statement of a NASA spokesman on J anuary 24. He said there was a $1,200 yearly pay differential for engineers between NASA and the private sector. While we have no specific information at  this time, we certainly would question this statement, as we feel it somewhat interesting in view of the existing Federal Comparability Pay Act and its special provisions for higher pay in the rath er difficult recruiting situation. Moreover, the government offers advantages  such as leave, retirem ent plans, health benefits. and so on. Assuming, however, tha t such a pay problem does exist, it would seem to us tha t such a situat ion should actually operate to favor the acceptance of employment if offered to minorities and women. Traditional ly, it is these twogroups who have unfortuna tely, over the 

same job in order to be employed.
A F ew  Sel ected A pplic a n ts  

Education
# 1  B .A .; M.A. (Personn el  Adm .)_____

# 2  B.S. Physic s; MBA Commercial 
Pilot with instructor ’s rating in 
instruments  and airc raf t flying

#3  Pilot, Communications Air Con
trolle r Meeh. Eng’g.

US Aircraft Control & Warning Schoo1

Control School for Staff Officers__
Contract  Compliance Procedures 

and Practices
Adm.. Personnel Mgt. Supv_____
Air Operations Specialist, USAF 

’49

years, had to accept lesser pay for the

for E mployment in NASA 
Experience

Job Corps counselling; work with 
young people.

Aeronautical Systems Div., Air Force 
Systems Command, Wrig ht-Patte r
son Air Force Base, Ohio Plan t 
Rep., Air Force Systems Command, 
Boeing.

Mgr., Management Control Center, 
SST Program Chief, Space Sys

tems Div.; Chief X-20 (Dyna-Soar) 
Contract  Mgt. Office AFPR, Boeing.

332nd Figh ter Group as Pilo t through 
ranks  to Group Operations Officer.

SM-62 Weapon Svstems Program 
(SNARK).

Colonel. Air Force Ret.
Traffic Specialist. •
EEO Officer.
Compliance Specialist.
Team Chief, Air Operations Control. 
Chief, Operations Branch. Boston Air 

Defense Div., SAGE Direction Ctr. 
Rgnl. Staff. Air Control Officer. 

Japan.
Chief Control Officer. NORAD Air 

Div.
490 hours 4-engine tim e; 490 hours, 

single engine time ; 4100 flying 
hours plus
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A Few Selected Applicants for E mployment in NASA—Continued
Education

#4  BSFC Int. Rela tions; Int. Law_—
# 5  Computer Science—B.S.------- ——-
# 6  BS __________________________
7 Inform atio n System Mgt---------------

Telecommunications  Operations. 
Crytograpliic  Acct’s Mgt.

8 BS : M. Economics-----------------------
Mgt. Techniques for Supvrs.
IBM Educ. Center, Da ta Processing 

Methods.

Experience
18 yrs. Air Traffic Control USAF,

PAA.
AST, DATA Analyst .

Personnel Staf’g and Employee Rel. 
Spec.

FEE S GS 5 94.0 rati ng.

9 BS : MPA Adm./Computer Systems—
10 Urban Studies , Public Adm------------
11 BS, M ED. Pub. Adin. Magna Cum

Laude,  Alpha Kappa  Mu Honors 
Minority Group Dynamics Adm 
Mgt Seminar Adverse  Actions:  
Personnel Psych.; College R ecruit 
ing : Staffing Placement.

12 BA. MA Educ., Lit., Theology--------
13 BA. Personnel___________________
14 BS, Physics, Ma th;  Grad. Study,

Engr’g : Physics.

Dir.. Aims an d Objectives, Area Man
power Ins t, for  Devel. of Stall'. 
Wash. Tech. Ins t.

Spec. Asst, to Dir. Office of Tr ’g. ami 
Employment Opportuni ties.

Chief, Div. of Special Programs , Bur. 
of Work Tr’g. Programs.’ I'.S. 
Dept. of Labor Chief. Div. Program 
and Budge t Pl ’g., U.S. Dept. of 
Labor.

Microbiologist.
Asst. Chief, Resource & Devel. 

Branch , OEO.
Personnel Special ist.
Chief, Personnel Mgt. Develop. 

Branch .
Employees Developt. Spec.

15 AB, Eng., Jrn lsm ________________
1(5 Co lle ge_________________________

17 BA, Economies__________________

IS Ind . Re la tio ns ____________________

19 BA, Psychology_________________

20 BS, JD _________________________

Editor, Free- lance  .Trnlst.
Contract Compl. Officers; EEO 

(llficer.
Aeros pa ce  En gr .
Generai Phys ical Scient ist;  Elec- 

tran ics.  Engr.
Anal. & Developt of Elect ronic  sys

tems ;
Design analysi s and developmt of 

communication, telem etry  and 
command at tit ud e/orbi ta l control,  
thermal  contrl .

Writer , Edi tor, Public  Affairs.
Asst. Personnel Officer: Chief Man- 

pwr. Resources and De velpt ; Chief 
Manpwr. Resources, Chief, Ind.
Relations.

Buyer, Purc hasing Dept.
Personnel Specialist  (EEO Policy 

Monitor) Ind. Rel. Dept.
Sub-Contract  Admr.
Asst, to Civil Serv. Commission Area 

Mgr. Wash. Office Bur. of Re- *
cru iting and Exam ining.

Superv isory Personnel Staffing 
Speclst, CS S; Exec. Officer-Asst.,
CSC.

Superv ision of examining office Chiefs *
am1 Supporting unit supervi ors in 
c  lduc t < £ exam ini ng  pro gram.

Claims Exam iner.
Employee Development Specia list.
Law : Economics (Banking , I nt .).
Fin. Ana l.: Tas. Officer.
Legal Research.
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A F ew Selected Applicants for Employment in NASA—Continued
Education

21 BS Top Vi of class_____________

22 College ______________________

23 BS, MA______________________
24 BS, MS, Ed.D__________________
25 BS, MS Ind. Mgt_______________

26 BA. Bus. Adm_________________
27 AB, Ph D______________________
28 BS __________________________

29 BS, MA_______________________
30 College_______________________
31 AB, Physics (Elec tronics)_______

32 College_______________________

Experience
Empl. Supvr. Office of Personnel 

Adm.; Recruiting, Comm. Rela
tions ; supervising three placement 
specialists.

Editor, writer for TV station ; Public 
Rel., speclst, Small Bus. Adm.; 
l’eace Corps volunteer.

Job Corps Tra iner; Consultant- 
Counsellor.

Asst. I)ir., Test ing Bureau.
Air Force Ret. Colonel, Dist. Flying 

Cross; Oak Leaf Cluster. 
Comptroller, 14 Aerospace Force.
Dir., Ops, Air Force Advisory GP. 
Chief. Mgt. Information Div., I£Q, 

USAF.
Dept. Chief of Staff Ops., Ankara, 

Turkey.
Sqdrn. Cdr., 25tli Fighter Interceptor 

Sqdrn, Suwon. Korea.
Assoc. Dir., Adm for Training Corp. 
Dir., International Programs. 
Employee Develpt; Mgt. Ana lysis; 

Records & Report Develpt & Mgt 
Program Develpt & Anal.

Educ. Spec, in Mgt & Staff Tr ’g. 
Digital Computer Programmer.
GS 13 General Engineer-Supv 2-4 

engrs.
Engineer’g Consltnt (Systems).
Senior Systems Engr.
Electronics Consultant.
1 Pa te nt ; 4 in process.
Personnel Chief, Police Department.

Testimony of J oseph M. IIoc.an

I am Joseph M. Hogan, an employee of the National Aeronautics and Space 
Administration,  and until  last  October, the director of NASA’s program for 
ensuring tha t our contrac tors are providing equal employment opportunities to minorities and women.

Five months ago, on October 11, 1973. the Adminis trator of NASA followed 
the advice of some of his senior managers and dismantled the agency's civil 
rights office by firing, transferring, and in another case imposing l imitations on, 
his most experienced civil rights  officials. To understand this event it is neces
sary to briefly sketch the following background.

During the first ten years of NASA's existence, the total  attent ion of the 
agency was focused on meeting the direct challenge of spaceflight, to the exclu
sion of such other crucial priorit ies as providing employment opportunity on a 
non-discriminatory basis. The result of thi s inattention to fair  employment prac
tices was tha t NASA had a lower percent of minority employees than any other 
Federal agency, and no program to alleviate tha t condition. F urther  NASA's con
tractors  had not been required to open thei r doors to minority workers.

Shortly after the goal of manned luna r landing was achieved in July 1969, 
NASA was pressed by the U.S. Department of Labor to assure  an active role 
in assuring tha t its contractors were providing equal employment opportunities. 
In March 1970, the de tails of such an assignment were worked out and the  agency 
directed me to plan a program. My earliest response set forth as the primary 
considerations, favorable organizational placement and projier staffing.

The organizational plan was approved on April 29, 1970, by the Assistant 
Administrator and submitted to his superior for final approval. This is where the 
first obstructions were encountered. The plan called for 24 compliance officers 
located at the NASA field cm .rs and a headquarter s staff of six. Most impor-
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tantly , it proposed tha t the new organization be par t of headquarter s so tha t such essential matters as selection of compliance personnel would be done centrally  by persons committed to the success of the new contract  compliance program. The projected program workload study which showed the need for the number of positions requested, and the rationale for it  being a centralized (headquar ters operated) program were fully explained to management.Without challenging the workload assessment or the justificat ion for central ized controls, three crucial changes were made by management. The number of compliance specialists was a rbi trar ily cut by 25%. The rank of the senior specialist position at  each installation was also reduced. But an even more serious handicap was built in ; control of the field elements was to be turned  over to each NASA instal lation  for selection of personnel and direct management of the function.
These decisions established a patt ern  which has not changed to this date. NASA civil rights staffing has been kept well below the level needed to be effective. Repeated attempts by Ms. Harr is, Mr. Lynn and myself to establish an adequate  staff have been refused.
A second failure tra it was built into the program by these decisions. The delegation of control of NASA’s first real civil rights program to ten autonomous field centers was the first demonstration  t hat  hard decisions favoring civil rights would not be taken. It  was well known by NASA’s top management tha t these centers had accomplished nothing in equal employment opportunity over the years, and that BEO was regarded as a nuisance, not a major obligation of every federal agency. The performance of the centers in the past three years has been a consistent refusa l to enforce the law. As recently as September 1973, the director of a major NASA center repeated in my presence, his continuing refusal  to follow’ the enforcement procedures required when a contractor fails to meet its civil rights obligations. This statement, made to two Department of Labor officials who were reviewing the center’s contrac t compliance program, caused them to report thei r conclusion that  NASA headquarters should operate the NASA compliance program centrally to avoid this kind of center management interference.'I be third  planned handicap imposed by top NASA management was the  p ractice of appointing as the headquarter s official in control of agency EEO, three successive individuals who were without any significant experience in civil rights, and who would not advocate the kinds of change the agency needed to achieve progress. The report submitted fo r the  record details this problem, especially with regard to the present Assistant  Administrator for Equal Opportunity Programs.Without fur ther detailing program problems, the conditions I have described put the NASA headquarter s staff in an impossible position. In short, we were attempting to manage a program the agency would not support. The report we presented to the Adminis trator in September was only the l ast of a long series of appeals for management support. This time, however, it was an appeal to the highest level of agency authori ty. We prepared it in hopes tha t if he understood the full story, he would take the necessary actions to enable NASA to meet i ts obligations toward  equal opportunity.
The Administrator’s decision to fire Ms. Harr is and summarily tran sfer  me out of the civil rights field remain unexplained. No reasons have been offered for my transfer . The incredible assertion by the  Administ rator tha t Ms. Harris had been “divisive” could not  be furthe r from the truth . From my two years  of daily work w’ith her. I can testify tha t she tended always to bring the staff together for an effective effort. T can only conclude tha t the Administrator fired Ms. Harris  and transferred  me because he was unwilling to make the changes necessary to have an effective program.
As a lawyer. I have a special concern for this event because it shows tha t NASA is unwilling to enforce the law guaranteeing equal employment opportunity. The calculated wav in which the program was structured to provide an appearance of compliance while real progress was thwarted , showed a contempt for the law. Equal Employment Opportunity Programs are intended to bring justice to persons who have suffered discrimination. To frust rate these programs 

is an obstruction of justice.
I hope that this committee can find a way to influence NASA to meet its civil 

rights obligations.



Sta te m ent of  W il l ie  D. Ga it h er

The Subcommittee has requested a statement from me which discusses my experience in NASA as an employee in the Equal Opportunity Programs Office.Prior to accepting a position at NASA, I was employed by the Equal Employment Opportunity Commission. In March 1973, Ms. Ruth Bates Harris  selected me for the position of Complaints Coordinator for NASA. I reported for duty on April 8, 1973. At the time 1 accepted the Complaints Coordinator position, I was also being considered for the position of Equal Opporutnity Officer for NASA Headquarters. The position is still occupied by an “acting” officer. The interview I had for the Equal Opportunity Officer position alerted  me to expect a lack of human relations sensitivity by certain  NASA management officials. (However, I did not realize at the time tha t these officials would be in positions of authori ty over Equal Employment Opportunity Officers.)
I was interviewed by the Director of Headquarters  Administration, and I distinctly remember two questions being aske d: What is your position on bussing and do you date Black girls?
Ms. Harr is had advised me during the time I was being recruited tha t the organizational  location of the Equal Opportunity Office would soon be changed. The change occurred approximately one week after I entered on d uty : Dr. McConnell was appointed Director  of the office, Ms. H arri s was named the deputy and the office was to report to the Administrator.
In the beginning, Ms. Harris  and the staff seemed pleased with the upgrading of the office. However, thi s atti tude  began to change when the style and approach to Equal Employment Opportunity by Dr. McConnell appeared to be substantially different from the actions and philosophy of Ms. Harris  and some other members of the staff.
Two brief examples a re illustra tive : (1) Dr. McConnell’s s tatement in a staff meeting tha t in effect meant NASA was not necessarily bound by Civil Rights Laws. (2) Dr. McConnell’s lack of understanding and refusal to communicate to the Deputy Administrator the staff’s position on a proposal to require tha t vacancies in Headquarters be occupied by field employees (if qualified) and vice versa. The staff pointed out tha t the proposal had the effect of recrui ting from an all white male source. After the long and heated discussion, I attempted to gathe r information relating to discriminatory recrui ting so t hat  Dr. McConnell might better unders tand the staff's position. I remember Mrs. Diane Graham, Contract Compliance Specialist, saying to me tha t one shouldn’t have to train  one's Director of Equal Opportunity.
Eventually, Dr. McConnell did accept our position and a rider  was placed on the policy which said, in effect, tha t the policy was not to be used as an excuse for not engaging in affirmative action hi ring. The rider occurred at least a month afte r the staff meeting, but Dr. McConnell never communicated his change of position to the staff.
Tn summary, Ms. Harris seemed to represent  an aggressive, grassroots approach to Equal Employment Opportunity and Dr. McConnell seems to represent a management oriented approach.
Generally, I have been allowed a free hand in my pr imary duties relating to complaint processing. My personal frus trat ions  have occurred in two areas  and one particular  incident: (1) not being allowed to travel to the field centers and thereby developing a rapport with counselors and equal employment opportuni ty personnel which would have lead to the development of training programs:  and (2) not being able to use the “authority” of the Equal Opportunity Program Office in settling  complaints before they are submitted for investigation. T understand the danger of the same office which renders the final decision on a complaint  becoming substantively involved in the complaint before the decision : however, I  believe the possible “good” of the approach outweighs the “bad." Discussions on accomplishing the two items above were held a t various times, but action was not approved.
The frustra ting  incident occurred on December 7 and 10, 1973. Dr. McConnell appears to have initia ted an investigation by the NASA Inspections Office to find out who was giving names of complainants to NAACP Legal Defense Fund personnel. Dr. McConnell w’as very upset. I explained t hat a breach of the regulatory confidentially did not occur unless complainant had invoked the confidentiality.On December 10, 1973 I was informed by Ms. Jo Marie DiMaggio (Headquarters Federal Women’s Program Coordinator) tha t she had been told by a
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NASA Inspecto r that  she and  others  (Dr. Alvin Anderson,  Equal  Employment 
Opportunity  Officer a t Langley  Rese arch  Cente r; Mr. Joseph D. Atkinson, Equa l 
Employment  Opportuni ty Officer at  Johnson Space Center and  I)  were to be 
investiga ted. La ter  in the  morning, Dr. McConnell called me and  said, in effect, 
that  the  whole incident had  been blown out  of proportion (Ms. DiMaggio had 
indicate d she was being verbal ly abused by he r supe rvisor) and  the inves tigat ion 
was abor ted. Approximately  one week la ter I was told by a rep orter from Jac k 
Anderson’s office th at  Dr. McConnell told her  I was the  one who had  suggested 
the people to he investiga ted. Amazin g! I interp ret  th e whole a ffa ir a s a n a ttemp t 
to in tim ida te NASA Equal Employment Opportuni ty personne l.

I will be leaving  NASA on March 15, 1973. Basic philosophica l differences  be
tween me and  the curre nt management of the  Equal Employment  Oppor tunity  
Program  are  too grea t. Fu rth er,  I view the  discharge  of Ms. Ha rri s and the 
reassign men t of Mr. Joseph Hogan, effected by the  two most imp ortant  men for 
the Equ al Employment Opportun ity Prog ram, (Dr. McConnell and Dr. Flet cher) 
to be disc riminatory retaliation in viola tion of Section 704a of the  Civil Rights 
Act of 1964. Ms. Harris  would not have been discharged and Mr. Hogan rea s
signed had  they not wr itte n the ir report  and  subm itted  it  to the Adm inist rator. 
As the  Subcommittee knows, the  report  w*ere cri tical assessment of NASA’s 
Equal Employment Opportuni ty posture.

The actio n taken aga ins t Ms. Harris  and Mr. Hogan must be viewed as an
othe r att em pt to intimid ate  NASA Eq ual Employment Opportunity  personnel spe
cifically and NASA minority and female employees genera lly.

I hope the int ere st shown by the  Subcommittee, and  others, in NASA's Equal 
Employment Opportuni ty pos ture  dispells and  in some way helps correct NASA’s 
Equal Employment Opportuni ty deficiencies.

My answers to the questions aske d by the Director  of He adqua rters Admin
ist rat ion  were, for and yes.

Willie  D. Gaither.

Statement of Clyde M. Webber, National President, American 1 ederation 
of Government Employees

The American Federat ion of Government Employees, AFL-CIO  represen ts over 
650,O'*0 Fed era l employees who look to the Equa l Employment Opportunity  Act 
of P.i72 as a safeguard of the ir rights  to fa ir employment practices . For this 
reason,  the  AFGE is deeply concerned over the  fai lur e of such Government 
agencies as NASA to provide and implement viable equal employment program s. 
As early  as 196S, the AFGE National  Convention resolved that  we would pursue 
with every resource our nation's commitment to eliminate  employment disc rimi
nation again st mino rities and  women. Therefore,  by m andate of th at  convention, 
AFGE establish ed its National  Fa ir Prac tices Depar tment with  a full-tim e 
director  to monito r the  establishment and  implemen tation of equal  employ
ment opportunity program in each and every agency of the Federal  Government.

NASA’s lack of sensitivity  to the  rights  of mino rities and of women is, con
sequently, especial ly shocking  to our union. We app reciate th at  curr ent budg etary  
cut-backs in NASA have  crea ted a temporary special situ atio n in new hirings. 
We a lso real ize that  reductions-in-force tend  to work a special hardsh ip on more 
recent employees in the  Federal  service such as minorities and women.

Never theless, we note an unaccountable  reluctan ce on the pa rt -o f NASA to 
properly finance and to apply  equal  employment opportu nity  prog rams in its 
faciliti es nationwid e for  all those employees reta ined on its rolls. Moreover, 
we are  concerned by allegations  th at  NASA does not sufficiently moni tor equal 
employment opportunity  programs  in lett ing  con trac ts for supp ort services.

NASA’s reac tion to the  report by Ruth Bates  Ha rris , Joseph Hogan and 
Samuel Lynn criticizin g NASA’s EEO policies and prac tices is especial ly dis
tress ing. Ins tead of considering  th at  report on its mer its and reviewing the  
recomm endations therein  with the autho rs for constructive  ways to overcome 
any shortcomings which could be sustaine d, NASA over- reacted by firing Mrs. 
Harris , tra nsfer rin g Mr. Hogan, and oral ly repr imanding Mr. Lynn.

AFGE believes that  this episode is typical of NASA’s fai lur e to fulfill its 
responsib ilitie s to its minority  employees and women through  effective EEO 
programs. Moreover, unless  the  Congress and  the Nation clea rly indicate  a firm 
dete rmination to the equal employment opportu nity  program, we fear  that  the 
NASA situ ation could serve  both as a bad example  and as a preceden t and
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thereby have au adverse  effect on the  ent ire  equal employment opportu nity  
program  in the Feder al Government. Af ter  all, the  c rux of EEO, und er law and  
under Civil Service regulations,  is to provide  effective affirmative actio n plan s 
and to process  complaints.  If  Fed era l agencies  are  permit ted to obscure  and  
ignore  the issue of equal opportunity  for  all workers for any reason at  all, 
including reductions-in-force , the entire  EEO str uc tur e could stand in danger  
of brea king  down, and  civil righ ts could once more be relegated to a secondary  
position, where employees will be forced to suffe r materi ally  at  the hands of 
insensitive managers.

Our union believes th at  NASA has  taken the easy way out by rais ing  the  
issue of persona litie s ra ther  than address ing the  content of  the Report . Cer
tainly, a severe  tes t of the sincerity  of NASA's motives lies in its  continuing in
abi lity  to stud y the Repo rt objectively, and  to take all the  steps  necessary  to 
give EEO a higher  priori ty in its organiz ational structure .

But the  problem is not res tric ted  to NASA. Remedial steps  must also be ta ken  
by every o ther agency  in the Federal  secto r.

Following the issuance, on August 8, 1969, of Executive  Order 11478, which 
bar red  discriminat ion for  reasons of race, color, religion, sex, or nat ion al origin,  
Federal  work ers gained  fu rth er  protec tion when the  Equal Employment Oppor
tun ity  Act of 1972 was enac ted into law. The statute gave them  the right to 
sett le discriminat ion disputes  in the courts—a major  milestone for the Federal  sector.

Congress placed the  Civil Service Commission at  the helm and charged it  with 
the responsib ility of establishing EEO rules and regulations, of prov iding  guide
lines to the  agencies, and  of ini tia ting a means of implementing and  enforc ing 
the EEO program  effec tively an d expeditiously.

During the  two sho rt years lliat have been covered by the sta tut e, evidence 
has  been revea led showing  that  EEO policies and prac tices in the Fed era l sector were, and are, weak and ineffective.

Because NASA over-reacted aga inst three employees who wrote a repo rt cr it 
icizing its  EEO record, that  Agency has  at tra cted  nat ional attent ion . But AFGE 
recognizes th at  NASA’s record  on EEO may not be much worse than th at  of many 
othc- agencies  and departm ents . They also put  EEO on the back burne r when 
it comes to assigning funds , manpower, and prio ritie s. This  creates a mana
gerial at tit ud e resulting in lack of sta tus , au tho rity  and access to decision
making on the  pa rt of the  EEO officers and counse lors and ends in line officers 
and superviso rs fail ing  to under stand the  law and the ir own role in making it work in the ir own agencies.

Here I should  like to poin t out that  this situat ion  is res tric ted  not only to 
the  EEO prog ram but it exis ts also in such other imp ortant  are as as employee 
occupationa l hea lth  and  safe ty in the  Fed era l Government. I believe I could 
cite paralle l cases of ignorance of the employee hea lth  and safe ty laws and of 
misunderstan ding of their  roles by supervisors. Consequently, I wish to stress 
th at  the  difficulties with  which EEO officers a nd counse lors are  confronted are  
not unique but  reflect a general situ ation apply ing to all  laws relating to em
ployees rights  including equal opportuni ties,  hea lth and safe ty, and of course, 
labor -management relatio ns including the  nego tiatio n and signing  of cont racts . 
In  fact, equal employment opportu nity  prog rams relate  intr ins ica lly  to labor- 
management rela tion s and unions  should  have an active role in EEO mat ters , 
as a ma tte r of righ t. As we see it, management has  an obligation to carry  out 
the law and unions have a right to keep secure the protec tion of the law for 
employees. This  would benefit all par ties , providing the Government with  re
sources  not now utilized. However, unless the re is proper fund ing of positions 
and unt il management und ers tands that  the  enforcement of all laws  rela tive  
to employee rights  is pa rt  of the  missions of their agencies, we will find serious shortcomings in the l ai r t rea tment of Federal  employees.

4 he EEO s 'na tio n is the best proof of this situatio n that  I could cite. The 
Civil Service « ommission has  trie d to adm inister and enforce the EEO program. 
Its  actions have been adm ittedly ineffective, largely because of lack of funding' 
Although the  Civil Service Commission set  down on paper what appeare d to be 
viable  regu lations and guide lines for agencies to follow in establishing affirma
tive action programs, it has not met with  much success. In 1973, of 120 EEO 
plan s subm itted  by Agencies to the Commission, fully 111 were  return ed to the agencies for  fai lur e to  meet  the  requirements.

It  is clea r from these sta tist ics , th at  the  CSC guidelines are  not even und er
stood, let alone being observed. There thu s continues  to be a  lack of communica-
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tion between the CSC, the agency heads, their  regional directors, all the way 
down to the line supervisors.

W HA T ABE TH E CORNERSTONES OF A GOOD EEO PROGRAM?

There are five cornerstones for every good program for the protection of the 
rights of employees. These five cornerstones apply also to the EEO program. 
They are : (1) funds ; (2) human resources; (3) mission prior ities ; (4) man
agerial  at titudes ; and (5 ) union participation.

Fir st and foremost, adequate funds must be allocated to the EEO program in 
each agency. Sufficient money must be specifically earmarked in the budget of 
each agency to be able to hire the human resources, in the form of highly quali
fied EEO officials located at agency and regional headquarters  and local installa
tions. Moreover, the qualifications of these EEO officers should be kept at a high 
level by EEO tra ining programs established and supervised by the CSC for each 
agency, so tha t an EEO officer, assigned to a position in an agency, will under
stand all the challenges that will be faced on the job.

As to assignments, i t should be Federal policy tha t only those people shall be 
assigned to EEO positions who are certified as having completed Civil Service 
Commission operated, or approved, training courses in the equal opportunity 
program and who have had a minimum period of practical  experience.

Moreover, the Civil Service Commission should install a funded inspection pro
gram under which EEO officers could be independently rated by the CSC, as to 
their  effectiveness in administering the program.

The Commission’s Classification Series l<iO stipula tes tha t a person holding 
an office or position in EEO must  have at least 3 years of practical experience. 
However, a curren t deficiency in the selection of EEO counselors exists in tha t 
these persons are Federal employees performing other duties as thei r main as
signment. Moreover, because of the absence of a proper train ing and inspection 
program, it often happens tha t inexperienced persons are selected often solely 
because they are members of minority groups or women. We contend t hat inex
perience harms all programs and merely because some persons are black, or 
brown, or female does not automatically provide them with the expertise or the 
motivation to implement the law and the regulations.

Under the properly funded CSC inspection program, deficiencies a rising out of 
inexperience could be easily identified. Where subservience or fear of manage
ment is a factor, the EEO inspectors of the  CSC would provide an independent 
corrective mechanism.

Nevertheless, it would be most inappropriate for us to consider tha t failures 
in the past are cam e for pessimism. The very fact tha t this subcommittee is 
holding these hearings and exercising its oversight functions is a measure of 
the nation’s commitment to the  EEO program. I f reforms are indicated, we know 
they will be under taken. In this regard, we understand  that  you may be consider
ing some proposals to place the Federal EEO program under the jurisdiction of 
the EEO Commission. The AFGE National Executive Council has passed a 
resolution supporting such a move because the existing grievance and complaint 
procedure in the Federal Agencies or Departments have unfortunately  lost much 
of thei r credibility. Pa rt of the reason for the loss of c redibility in EEO com
plaints comes, of course, from the innate “conflict of interest -’ involved in the 
current method of processing these cases. Under current procedures, the com
plainants often find themselves in direct confrontation not only with their  super
visors but often with their  peers and for this reason they f ear reprisals.

As examples of “conflict of in terest ,” I should like to cite the following:
1. Agency EEO counselors, whose EEO responsibilities are often peripheral 

to the other duties, are generally not t rusted by employees with a discrimination 
problem. Generally, union representatives have been excluded from being coun
selors and even from a role in selecting counselors. The employees feel th at man
agement EEO representatives,  because of an assignment to this  role on a part- 
time basis, will be likely to side with management so as not to prejudice advance
ment in their basic duties. Therefore, Federal employees often do not feel free to 
discuss their  discrimination complaints with these counselors as freely an ! can
didly as is needed.

2. Employees are often not sufficiently apprised of thei r options in exercising 
thei r rights, especially if they have to rely on the agency EEO staff, particularly  
in those cases where they have no union to represent  tlmm. This means that  the 
employees often come ill prepared when filing their EEO complaints. I t should be 
noted tha t many other grievance cases in fact, turn out to be basically, or origin
ally, denials of equal employment opportunity.



3. Obviously, managements confronted by EEO complain ants  will seek to 
exonerate  themselves by every means  availa ble. They have at  t he ir disposal legal 
staffs, paid  by the taxpayers , to oppose the  complainants whose only reco urse  is to 
hire  expensive outside  counsel. This  places the  complainants  a t a gre at disadv an
tage because the ir only hope for recovering legal fees incurre d by them is in 
winning the  case from the agencies. For this reason,  many complainants do not  
wish to ini tia te charges.

These examples of “conflict of inter es t” indicate  th at  management sits as ad 
visor. adverse  pa rty  and judge in rela tion  to the employee. The EEO complaints 
procedures must be corrected  i f we are to give the employees the same advantage s 
as are  given to agency managers. In this way, the Government would have both 
the capacity and  the pos ture  of appearing before the nat ion ’s minorit ies and its 
women as a gua rdia n of the ir righ ts to equal opj>ortunities and  fa ir treatm ent . 
AFGE is advocating , large ly, a means to assure  that  the  sys tem works equi tably 
for all par ties concerned, the  employees, management, and labor  unions. We be
lieve. that  to achieve  this , managers must be made fully  aware  of the priori ty 
which Congress has accorded the  EEO program. This  can be done best of all by 
Congress allocating sufficient fund s in agency app ropriat ions to staf f the EEO 
programs properly .

Secondly, we believe th at  managers should under stand that  the missions of 
the ir agencies include the mission  of a n equa l employment opportunity  program. 
Fur thermore, they should und ers tand that  l abor unions can play an effective role 
in this  program because rank and tile employees look upon the ir unions as thei r 
spokesmen, over whom they  themse lves have  democratic  control. Consequently, 
rank and file employees can be best protected in the ir rights  through  cooperation 
with union officials. In fact, the day-to-day recti ficat ions  of unfai r personnel prac
tices, inc luding den ial of equal employment opportunity, i s a m att er of prime union 
concern, both by commitment and by r igh t under Executiv e Order  11491.

Third, the re should  be a stro ng remed ial program to take action  again st em
ployees, partic ula rly  supe rvisors and  mana gers , who disc riminate aga ins t other 
Federal employees. All too often the only actio n taken aga inst supe rvisors is a 
reprimand  or a tra nsfer (somet imes even with  a promotion) to anoth er j >b.

Unless these co rrective action s a re taken, the e nti re EEO program in the  Federa l 
Government may not achieve  the level of  accomplishment which the Congress in
tended. Unti l these  corrective m easures a re  taken, the U.S. Government w ill no t be 
able to app ear  with  inte gri ty before the na tion’s minorities and women as a 
responsible  and  effective enforcement  of fa ir labo r pract ices. As a direct ly con
cerned party  carryin g out the man date s of our  AFGE National Convention, 
we pledge you a nd the  E xecu tive Branch our cooperation in every way to achieve this integrity.

In conclusions, we wish once again to express appreciation to your subcom
mittee for holding these hearings. We will be most  pleased to submit any f ur ther  
testimony your may wish to receive from us regarding specific m atters  which are  
of intere st to your subcommittee.

Statem ent from Federally E mployed Women (F E W ) Concerning  th e 
NA SA Equal E mployment Opportunity Program

Reports from present and former employees of NASA fully  supp ort the evi
dence subm itted  by Ruth Bates Har ris  on the sta tus  of the Equa l Employment 
Opportun ity Program  in that, agency.

Responsibility for the  EEO program is decentra lized  to field in sta lla tions with  
no control  at  the  headquarters  level. Consequently each field e stab lishmen t can do as it  pleases.

In many of the  Cente rs, s taff  ass igned to EEO activ itie s have nei the r the  knowl
edge. skill, nor commitment to make the  program funct ion effectively. As a resu lt, 
the  program “is in a shambles” in severa l of them. In Houston and Huntsvil le, we 
are told, the program is p rac tica lly non-existent.

Fu rth er  evidence of d issa tisf act ion  with  the program at  the headquart ers  level 
lies in the fac t that  several members of the EEO staff, othe r tha n Ms. Ha rris , 
have left the agency of the ir own accord for other employment, alleg ing disg ust 
and fru str ati on  with NASA's lack  of in terest  or concern.

Although we have no personal  knowledge of the quali fications of Ha rri et  Jen
kins, Ph.D., who was hired to replace Ms. Ha rris , we have been informed th at  she 
has  had no experience in federal  service. We question the  wisdom of such an ap
pointm ent.
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Why was not the assignment given to a qualified employee who has  had long 
years of experience in personnel management matter s within the organization? 
This could have been an avenue for promotion for a deserving and capable em
ployee. We know several who are well qualified and who have had at least 10 
years experience within  the agency in areas related  to equal employment oppor
tunity.

We doubt th at the offer was ever made to an employee. On the other hand, we 
can readily understand why an employee, knowledgeable about the program’s mis
management, would not want it.

NASA claims to have insti tuted  its Upward Mobility Program. Our sources 
claim nothing has been done to date in this area.

While the agency claims to have established goals and timetables, these are in 
essence hiring  goals and do not reflect net increases of minorities and women. The 
effort is concentrated on replacements to compensate for turnover.

We furthe r unders tand that NASA was at leas t three months late submitting its  
Affirmative Action Plan to the Civil Service Commission, We also learned tha t the 
Civil Service Commission readily granted the extension of time without  limita
tion.

No serious effort has been made by the Commission to direct NASA to comply 
with the  law. However, this is not unusual. We continuously receive reports from 
our members that the Commission is very lax in monitoring the program in other 
agencies as well.

We certainly  do not fault  the agency for dedication to its mission—man on the 
moon, skylab, and related activities. But we are convinced that all these programs 
could have been and can in the future be conducted successfully by providing op
portuni ties for the many highly qualified women and minorities who are eager 
and able to be pa rt of it.

Since its  inception, NASA has contended th at women could not be in the astro
naut program. By setting arb itra ry qualification requirements, such as jet  flying 
experience, they successfully ruled out several female appl icants who were other
wise qualified. Added to this were the Victorian attitudes concerning association 
of women and men in confined areas, which further thwar ted the efforts of women 
to become part  of the program.

In 1972 FEW conducted a government-wide study on the status of women. Not 
all agencies responded. NASA did, however, and a copy of their report is enclosed.

Please be assured of our full support in your efforts to effect compliance on the 
par t of NASA with the goals and objectives defined in the Equal Employment Op
portunity Act.

Submitted by direction: FEW Executive Board.
D a is y  B. F ie lds, 

Execu tive Direotor.

R ep lies  by F ederai. Age nc ies. FY  1972 to F E W ’S 1971 R eco mm end ations for 
I mproving  th e F ederal  W om en 's P rogram

Agency : National Aeronautics and Space Administration 
FWP Coordinator : Ms. Stephanie S. Chaconas 

1. Establish  goals and timetables specifically for women, including minority 
women, similar to those defined in the memorandum to heads of agencies by the 
Chm. of the CSC dated 5/11/71.

Dec. 31, 5971 Actual  to Mar. 31 ,1971,

Total Women Total Women

White Co llar : >
GS 1 6 3,607 3, 074 3,519 3, 010
GS 7 12 11,107 1,295 11,000 1.370
GS 13 15 . . _ .................. ....... 10, 945 116 10.871 115
GS 16-above__..................................... 664 3 660 3

26, 323 4, 588 26, 050 4, 497
Blue c olla r2 (tot al )........................ . ............. 2,132 29 2,062 28

1 Ful l-tim e white colla r employment by General Schedule and equivalent  grades, as reported annually  to CSC for  publica
tion in “ Study of Employment of Women in the Federal Government.”

2 A lthough “ Occupation of Federal Blue Collar W orkers”  w ill not be published in 1971, we would apprecia te any statistics 
you mainta in in this category.

Note: Goal f or  Oct. 31, 1972—No agency-wide goals establ ished, ndividu ally  established by each NASA center.
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2. Report publicly  and regu larly on result s in hir ing  and promotion of women 
in rela tion  to goals established by the President  in his memorandum of April  21, 
1971.

Dec. 31. 1971 Actual to (Mar.  31, 1971)

White col lar 1 Total Women Total Women

GS-13-15..................................................................................  10,945 116 10,871 115
GS-16......................................................................................................................................................... .............................................
GS-17....................................................................................  664 3 660 3
GS 18......................................... . ............................................................................................................................................................
Above G S18............................................................................................................................................ ..............................................

To ta l..............................................................................  11,609 119 11,531 118

1 Ful l-tim e white colla r employment by General Schedule and equivalent grades, as reported annually to CSC for  pub lica
tio n in “ Study  of Employment of Women in the Federal Government ”

Note: Goal for Oct. 31,1972— No agency-wide goals established. Indiv idually  established by each NASA Center.

3. Prov ide full-t ime staff personnel for  FW P in agencies  exceeding 7,000 em
ployees, and  provide adequa te staff  suppor t for FW P in all agencies , including 
held offices. (Agencies with  less tha n 7,000 employees should list  number of man
hours assigned to FW P dur ing FY 1972.)

Number of full-t ime FWP s taff 1.
Number part -time FW P employees 11 (Estim ated manhours 44 per  d ay).
4. Cla rify  responsibility for  im plementing the  FWP  by issuing an agency direc

tive  to all  employees defining the  special responsibilit ies of the  EEO staff , the 
FWP Coordinator, FW P Committees, and the  management and  line superviso rs. 
(Please include date and iden tifying number of directive s issued. Attach  copy of 
latest  directive to thi s report. ) See attachm ent #1 . Each Center in turn  wri tes  
the ir own implem enting d irec tive  to its  employees. See att ach ment #2 .

5. Requ ire quart erl y reports from field in sta lla tions on the ir progress in imple
ment ing the  FWP. (Give da te and identifying number of directives requesting 
periodic reports .) Presently,  our agency-wide AAP requ ires  semi-annual and an 
nua l reports on progress. See atta chm ent  #3 , pages 10 & 11. We are now in the 
process of ob taining d ata quarterly (will  be in 1973 AAP).

6. Prov ide a system for self-evaluation of FW P operations and for  assessing  
resu lts in term s of recruitment, tra inin g, and upgrading of women at  all levels. 
(Describe curre nt system.) See AAP (at tac hm ent # 3 ).  Combination of recu rrin g 
na rra tiv e and sta tis tic al da ta is gathered and e valuate d at  in sta lla tion level, then 
Headquart ers  level.

7. Assure th at  strong policy stat ement s supp orting the  purposes of the  FWP 
from the top management levels a re thoroughly communicated  on a repe ated  basis  
throughout  the agency. (Give d ates of stat ement s issued, and att ach copy of latest 
issuance to thi s report. ) Atta chment # 4  is  our current proposed policy s tate ment 
which will be issued shor tly. Att achmen t # 5  is an art icle about EEO (women) 
which was dis trib uted to al l NASA employees.

8. Include FWP discuss ion as a reg ula r pa rt of all management tra ini ng  and 
orie nta tion  programs. (Li st programs which regularly include FWP pre sen ta
tions .) FW P is a reg ula r pa rt of our  management tra ining  programs . Formal 
"ent rance-on-duty” orientatio n sessions  have  been stopped due to lack of hiring. 
However, lit erature on FW P is included in “new employee” kits when there are 
some. Presently NASA is finalizing a “EEO Human  Rights Sem inar”. This is a 
one-day seminar  to be given agency-wide to all NASA supervisors. Sta tis tics & 
workbook discussion on FWP  is included.

9. Review rec rui tment  li tera ture  and tra ini ng  mate ria ls to remove sex bias and 
implications of sex prefe rence . (Give examples of wha t has been done.) NASA 
does not have  any rec ruitment lit erature due to our declining workforce. All 
tra ining lit erature has  been reviewed and  no impl ication of sex preference was 
found.

10. Assure that  award  systems provide recognition for actions helpful in pro
moting equal opportunity  for women. (Give recent examples.) The Fed era l 
Women’s Program  Coo rdin ator  received a Sustaine d Supe rior Perform ance 
Award  and ,$400.00. The  Agency-wide Women’s Program  Coordin ator  at  NASA 
Headq uar ters was a nominee for the  Feder al Women's Award. (See Attachmen t 
# 6 ).

11. Include informa tion  on FWP act ivit ies in agency newsletters. (Attac h copy 
of the best new slet ter illu str ating  thi s point.) On a reg ula r basis  our Centers 
include info rmation  on women and  their activities. (See  Atta chm ent # 7 ).
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12. Conduct training programs for FWP Coordinators. (Title  and date of train ing programs offered in FY 1972.) March 1, 2, and 3. 1972 all NASA FWP Coordinators attended an EEO Seminar in Florida. See Attachment #8  for FWPC Workshop recommendations. Several NASA Coordinators have attended and will atten d FEW Annual and Semi-annual conferences, SCS tra ining  courses on EEO (Executive Seminar for Women) BPW Workshops, Upward Mobility Workshops, and the like.
13. Make clear the FWP Coordinator and staff should attend meetings of organizations with goals relating to FWP. (Give date and identifying number of directives encouraging attendance a t such meetings.) Please note pages 11 and 12 and 6 of attachment #3, AAP.
14. Assure tha t FWP Coordinators assigned less than full-time responsibilities are  given sufficient time to carry out thei r functions, (llow  has this been done?)Through evaluation of program activities. See question #6.  In some NASA Centers  sufficient time is not given to FWP. In these Centers, changes are being sought which will enhance program ac tivity.
15. Issue guidelines for field FWP Coordinators—steps to be taken, useful procedures, etc. (Give date and identifying number of directives issued in FY1972 to  FWP field coordinators.)  See Attachment #9. Attachment #10  is a copy «of guidelines issued earlier than FY 1972.
16. Assure tha t the FWP is made visible to all employees. (Please  give examples of steps taken.) Articles are published in installation and agency-wide house organs tha t get all employee distribution. Memos from Center directorsand agency head are sent to employees supporting EEO. Displays of FWP activi- «ties are shown on Center bulletin boards.
17. Insure tha t women are members of promotion review boards, advisory boards, hearing panels, and are on community, interagency, and similar committees. (Give examples of such appointments in FY 1972.) A women was appointed to a Life Scientist Advisory Committee. A new “top level" EEO Council has been developed and two NASA women appointed.
18. Insure tha t women candidates  are  given positive consideration for vacancies in top levels of personnel, EEO. and training.  (List such FY 1972 appointments a t GS 13 or above.) As stated earli er NASA is not  filling many vacancies at any grade levels. Presently, we are seeking a Personnel Officer, GS-14 for our Ames Research Center in California. Several women candidates have been referred for consideration to this position.
19. Provide continuing career counselling to all employees and publicize its availabili ty. (Describe steps taken during FY 1972 in this direction.) We do not have a formalized career counselling program. Any employee who indicates the desire to progress or si>ecifically requests counselling is provided the service.20. Since training can now be provided on the basis of potential as well as for job-related reasons, publicize such opportunities to all employees. (Describe action taken in 1972 to this end.) CSC Pamphlet “Training & You” was distribu ted to all NASA employees. Catalogues of courses, training  l iterature is distributed to major program offices for display. Also Training Offices make available to employees who desire course litera ture.  Many courses are announced in installa tion house-organs and bulletin boards.
21. Develop “bridge train ing” opportunities for low-level employees to enable them to move into technical, professional, and administrative jobs, utilizing on the job training , details, and developmental assignments. (List the total number of women par ticipa ting in such opportunities  in FY 1972, grade range  and examples of target jobs.) With RIF’s and declining programs such as Apollo target  jobsand difficult to identify in NASA. We do have women in bridge t raining.  See page ♦55 of attachmen t #11. Here is a former PSC trainee  who is  now a PersonnelClerk.
22. As a means of implementing EO 11478, include 15% women and minority employees in each management train ing program, increasing this  percentageuntil it reaches a level reflecting the proportion of women and minorities in the *•workforce.

Fiscal year 1971 Fiscal year 1972 Fiscal yea r 1973 goalManagem ent tra ining  G ra d e----------------------------------------- ---------------------------------------------------------------------------------------program— Tit le range Men Women Men Women Men Women

1......................................................................................................................................................................................................................................2 ......................................................................................................................................................................................................................................3 .......................................................................................................................................................................................................................................4 ................................................................................................................. .............................5 ................................................................................................................. . . .  ............................................6 ....................................................................................................... ...........................................................................................



23. Assure commitment to work tow ard  esta blishing qua lity  child  care fac ilities for agency employees by dete rmin ing the degree of employee  need and  in terest. (Action taken dur ing  FY 1972.) Several NASA Centers conducted surveys 
on the need and int ere st in establishing  day  care facil ities. To date NASA has not established a  Center.

24. Review employee benefits to dete rmin e sex bias.  In iti ate action to equal ize benefits for both male and female employees. (Give examples of actio ns taken during FY 1972.) General ly, employee benefits in NASA are  the  sta nd ard Governm ent benefits. Beyond this, we do have a “stre ss lab” (exercise  equipment) that  dur ing FY 1972 was opened to women. Also NASA has  a comprehensive  medical check-up program that  is open to women.
25. Take  posi tive actions  to partic ipa te in the Public  Service Careers (Plan  I)) (or  sim ilar  prog rams) to assure  opportunities for the employment, tra ining,  

and advancement of women at  lower grade levels (CS 1-5 and equ iva len t). (Describe actio ns taken in FY 1972.) NASA has  4 Centers who particip ate  in the  PSC Program.  Of 37 par tici pan ts, 34 are women. We are  concerned abou t the  proposed cancellation of PSC and therefo re wro te to Departm ent of Labor. Our other programs. Coop., Management Int ern , Summer Employment and Back-to- School do include la rge  numbers of women.

Sta te men t of Andrea D ia ne Graha m

My name is Andrea Diane Graham. I worked  in The Equal Opportun ity Office at  NASA from October 1970 to August 1973.
On November 2, 1973. a “Memorandum To All NASA Employees” was  circ ulated over the  signature  of Dr. Jam es C. Fletcher, Adm inis trator. The purpose of the memorandum was  to present Dr. Fletcher ’s reasons for  his terminat ion  of Ms. Ruth Bates Ha rri s. Significant among the deficiencies at tri bu ted to Ms. Ha rris  by thi s document was her unwillingness to “ . . . know and  app rec iate  the  broader problems of NASA in fulfil ling all of its missions. . . .” This  type of charge did not originate  with  Dr. Fle tch er’s m emo; it  i s one which I encountered  on a number of occasions dur ing  my ten ure  at  NASA. But  I subm it to 

you that  Ms. Har ris was  one of few people at  NASA with  clear knowledge and percep tion of NASA’s broade r problems.
It  seems to me that  somewhere along the  way, NASA lost sigh t of its sta tus  as an agency of Government of the people, by the  people and for the  people. The race for  the moon seems to have clouded the  fac t th at  we, too, are the people. We, Blacks, women, Americans of Spanish- speaking background and other minorit ies. have  a sha re in the  nat ional pride at  which the space race was  aimed. Natio nal pride app ears to be the  only aspect of space  race we’ve had  our  fa ir  sha re of.
When the  IT.S. committed itself  to a definite goal in outer space we were ill prepa red. Nevertheless, NASA exerted “affirm ative  action” and accomplished its goal—early. NASA’s broad  problems re lat e to its  neglect of min orit ies and women in its  buildup stage . Many people, including Dr. Fletcher, have acknowledged this  situatio n. There  are  a few of us, however, who believe th at  thi s does 

not excuse cu rre nt fai lur e—Ms. Har ris  is one of those  who fel t a responsibil ity to carry  th is message forward in  both  word and  deed.
Considering  that, the  U.S. entered the  space race behind and met its  goal in fine fashion, it is, in my opinion, unconscionable th at  it cann ot meet goals with  respe ct to my segments of the  population in a timely manner. It  is equally reprehensible. in mv view, th at  those  who str ive  toward the broa der goals of NASA are. at best, chided and told to focus on t he  n arr ow er view and, at  worst, termi

na ted : that  a program, which at long las t, directs itse lf toward the  broader mission, has  i ts wings clipped.
In July,  1973. when I knew I was leav ing NASA, I exchanged correspondence with Dr. Fle tcher and with  Dr. Low. T raised the  quest ion of whether “. . . h ar assment is the  p ena lty for  following  the dic tates of conscience at  NASA.” I also 

sta ted  “NASA is a very good p lace for white males to wo rk:  it has  the  potentia l of being a very good place for  everyone to work. Realization of th at  potentia l is. in my opinion dependent on wh at happen s next.”
Today, six months la ter , my concerns  remain to  he addressed .
I thank you fo r th is opportunity.



National Aeronautics and Space Administration,
Washington, D.C., August 13,1913.Ms. A. Diane Graham,

Potomac, Md.
Dear Ms. Graham : This  is in response to your le tte r of July 22, 1973. I am sorry that  I was unable to meet with  you personally , but  George Low has  dis cussed with me in every deta il the  results  of his meeting with you. I am sorry th at  you feel the  organiz ational setup we now have in the  Equal Opportuni ty Program at NASA is  not working as effectively as we had hoped it would, and I am p art icu lar ly sorry th at  you ar e leaving  NASA.
George Low and I both wish you the very best as you enter  your  new career with the U.S. Commission on Civil Rights.

Sincerely,
J ames C. Fletcher, Administrator.

Potomac, Md., July 22,1913.Dr. J ames C. Fletcher,
Administrator, National Aeronautics and Space Administration, Washington. D.C.

Dear Dr. F letcher, In March of thi s year , you met with five members of the  NASA Headq uar ters Equa l Opportunity  staff. I was one of the  staf f members. We al l w ere impressed with the  genuineness  of  you r commitment to achievemen t of equal  opportuni ty. We fel t th at  you sha red  with us a sense of moral obliga tion to work  tow ard  thi s goal.
At the  March meeting you sta ted  th at  you did not  inte nd to do any thin g which  would undermine the  effectiveness of the  Equal Opportun ity program at  NASA. Subsequently, the  equa l opportunity  function  was  reorganized  and we were  cautiously hopefu l th at  signi fican t improvements would resu lt. Unfortunate ly, despi te your inte ntio ns to the  con trary, the equal opportunity  program has  been undermined—if not disman tled—to such an exten t th at  I can no longer compromise my own principles by continu ing to work here. Thus, I have accepted  an offer to work a t the  U.S. Commission on Civil Rights. I am wri ting  to you because I believe th at  my reasons for leaving are of concern to you.Since the reorganizat ion took effect, nearly fou r months ago, the re has  been considerable  harassment of me and  of other sta ff members. While not a major factor, this  has  contributed  to my decision and to th at  of numerous other sta ff members to seek employment elsewhere. This  element is not  one on which I care  to expan d, however, I think  you should be aware  of it  since it  has  the poten tial of exposing  NASA to grievances and  disc riminatio n complaints.  (I t cer tainly  raises  the question of whe ther  har assment is the  penalty  for  following the dicta tes of  conscience at  NASA.)
My primary reason for  leav ing NASA, however, is my awa reness  of a major sh ift  in program emphas is, with public rela tion s act ivi ties replacing more substa nti al,  results-o riented alte rna tives.
You closed our meeting in March  by saying th at  you would like to have  more such meetings. My purpose in wr itin g to you a t thi s time  i s to request the  opportun ity  to meet with  you to sha re my firsthand observation of the problems which cu rre nt beset  the  Equal Opportun ity program at  NASA, the  concern which prom pts my actions is not limi ted to me but  is rep resentativ e of the general feeling of the  rest of the  staff. For this reason , I do hope you will be able to find time to meet with me. My las t day at  NASA is  August 10, 1973; I will be on annual leave from July 30, 1973 through August 3. I am available to meet with you at  your  convenience at  any other time. Thank you very much for your atte ntio n.

Yours truly,
A. Diane Graham.

Potomac, Md., August 12,1913.Dr. George Low,
Admiw’.<f/ra<or, National Aeronautics and Space Administration, Washington.D.C.

Dear Dr. Low, I wa nt to express my sinceres t app reci ation to you and  to Dr. Fle tcher for  the  fac t th at  you met  with me last  week in response to my earli er  lett er. Your action bespeaks, eloquently, your commitment to equal opportu nity  at  NASA.
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When you asked how I think  Dudley McConnell sees himself, with regard 
to tlie observations 1 shared with you, I said I didn't  know. Since our meet
ing, I  have reflected on the subject, and, in all fairness  to Dudley, I am certain 
he thinks tha t he is bringing “realism” to the program. Further,  he believes 
he has been prejudged and misjudged.

I met with Dudley on Friday, August 10, 1973. Although we did not discuss 
the specifics of my meeting with you, I did express my concerns to him, as 
I have on several previous occasions. Notwiths tanding Dudley’s self-concept, 
I remain convinced of the validity of my observations. My conclusions were not 
arrived at  hastily  or without full, fai r and unemotional consideration. More is 
involved than  a difference in semantics. More is involved than  a change of 
“management style”. The problem extends beyond staff concern over who was 
not selected.

Under Dudley McConnell, the equal opportunity program lacks the dynamic, 
aggressive, and creative leaderahip that NASA has always been able to obtain 
for other programs. Moreover,Dudley has, in both word and action, emphasized 
the “bare minimum” approach. He has  consistently stated his belief tha t NASA’s 
previous transgressions of the law have not hur t it and that  we, therefore, cannot 
expect people in the agency to respond to the law in civil rights. When a  staff

# member cited a few cases where the courts have ruled against a policy tha t
NASA was considering implementing, Dudley’s response was, in effect, “find me 
a case that supports what  NASA wants  to do”. Program responsibility of the 
staff is being undermined by emphasis on public-relations oriented tasks. For 
example, over half of the budget proposed by Dudley is devoted to the EEO j exhibit, an EEO newsletter and EEO brochures. (Dudley has raised the ques
tion of whether NASA should continue to participate in minority conventions 
tha t do not  have a “pay-off”.) Staff trave l was proposed at less than  was com
mitted las t year, despite the fact tha t the office had to defer travel in June be
cause of fund limitations. There are other examples but neither this lat ter  nor my meeting with you was meant to be a comprehensive, all inclusive sta tement.

It  was the exjjectation of equal opportunity staff members tha t the elevation of the office would establish a channel through which the Administrator  would 
be regularly advised of the equal opportunity  impact of current and proposed 
practices, of fertile areas for affirmative action and of potential  problems. 
Unfortunately, the naming of Dudley McConnell to head the office, in my opinion, 
negated the benefits of elevation. Dudley is not sensitive to the equal oppor
tunity aspects of employment policy and action; he is close to hostile with regard to the concerns of women. When made aware of the staff's concern, 
Dudley has generally been unwilling to transmit this input to higher, concerned levels in NASA.

In short, it is my belief and the belief of others in the agency, tha t Dudley 
McConnell has neither the technical knowledge nor the selfless commitment to 
lead NASA’s equal opportunity  effort. And it is leadership which is required.

As I stated in my previous letter, the concerns which motivated me to leave 
NASA a re not exclusive to me or  to the equal opportunity office. I would like to state again my suggestion tha t you and Dr. Fletcher  meet with other mem
bers of the equal  opportunity staff and others within the agency who are affected 
by the direction the program takes. In this lat ter  category, I urge tha t you meet 
with Jo Marie DiMaggio, the Federal Women’s Coordinator for Headquarters. 
She has interac ted with Dudley in a different capacity than I and the thru st 
of her responsibility has given her a somewhat different perspective. In addi
tion, she has counseled a number of individuals with regard to employment 
problems based on sex. I think  it would be invaluable for you and Dr. Fletcher

t  to take advantage of her experience and expertise.
On a different but related  subject, I’d like you and Dr. Fletcher to know 

tha t the years I worked a t NASA were very productive ones for me. I grew and 
blossomed, both personally and professionally. In addition, I have made many 
warm and beautiful friendships. So, it is not without  regret, on a number of- levels, tha t I leave NASA. NASA is a very good place for white males to wo rk;
it has the potential of being a very good place for everyone to work. Realization of tha t potential  is in my opinion, dependent on what happens next.

I thank you and Dr. Fletcher for your responsiveness.
Yours truly,

D ia x e  Gra ha m .
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A pp en dix  2

National Aeronautics and Space Administra tion

REPORT ON NASA’s  EQUAL EMPLOYMENT OPPORT UNITY PROGRAM— APR IL 19 74

Report to the Subcommittee on IIUD-Space-Science-Veterans, Committee on 
Appropriations, U.S. Senate

I.  INTRODUC TION AND SUMM ARY

Following is the April 1974 Report on NASA’s Equal Employment Oppor
tunity Program. The report includes all of NASA’s internal and externa l programs tha t concern themselves with equal employment opportunities for civil servants, contractors, and university res ear cher^  Additionally, the report’s Appendixes include six computer runs. Three of the runs give detailed breakdowns of minority action counts—accessions, separations, promotions, downgrades, and quality increases—for FY 1973, the first half of FY 1974, and the first two months of the third  quar ter of FY 1974. The other three runs give a  detailed breakdown of NASA’s minority strength distribution corresponding to the end 4dates of the time periods covered by the minority action reports—June 30, 1973,
December 31,1973, and February 28,1974.

Since our January 11 presentation to the Subcommittee, NASA has made significant progress on many of the programs which we were ju st start ing at tha t 
time. I Iere is a brief  review of our progress : t 'Goals and Timetables: In Janu ary  we established goals for achieving a 6.1% permanent minority population, 80 professional minority placements, and 80 professional female placements in calendar year 1974. During the first two months of the calendar year, we have increased our minority population from 5.5% to 5.6% and accomplished 15 minority and 14 female professional placements. This rate  of progress is an encouraging indication in light of our goals fo r calendar 
year 1974.

Other factors  which should increase our potential for retain ing the present complement of minority and female employees have also shown improvement dur ing this period. For  example, the separation rate  of minorities decreased during this period from 6.7% to 5.6%. The i>ercentage of the tota l promotions and quality step increases for minorities and females also increased during this  period. (In  spite of this encouraging overall result, our separation rate  for professional women has been extrao rdinarily high in the past 2 mon ths; we are 
still in the process of determining the cause for this.)

Coordinated Recruitment: A coordinated agency-wide program is in operation.
A full-time staff a t Headquarters is coordinating the activit ies of the  Field Centers and assuring tha t information on candidates is shared among the  Centers.Upward Mobility: Each Field Center is implementing an Upward Mobility Program. Upward Mobility positions have lieen identified and the Installations are. developing processes for competitive selection of program participants.

Cooperative Education: The NASA budget for FY 1975 calls for expansion of the Co-op program from the current 792 enrollees to a projected 950 enrollees.
Aerospace Fellowships: We have recently approved a program for awarding scholarships to junior and senior year college students. In addition, the students will be invited to spend summers working at NASA Centers to augment thei r formal  study. The following colleges are in the process of selecting s tudents for this program: New Mexico, Highlands University; Southeastern State  College, .Oklahoma; Morehouse College, Georgia; Spelman College, Georgia: Bennett College, North Carolina ; Howard University, Distric t of Columbia; and Goucher College, Maryland.
Additionally, we have broadened the membership of several policy making committees to  include minorities and women. In particular, we have formed an employees’ elected committee at  Headquarters to bring thei r views on EEO directly to the Administrator.
Finally, and of key importance, we are bringing line management into the planning and assessment of NASA’s EEO program. Line Managers now report 

on progress agains t our numerical goals. We have formed an Equal Opportunity Council consisting of Center Deputy Directors to assist in program planning and implementation, and most important ly, to provide feedback to the professional EEO staff.



All of the  sta tis tic al informa tion  attached will he upda ted  a t the  end of April 
in ord er to reflect the full  thi rd qu ar ter  of FY 1974. In add ition, any program 
changes w ill be repor ted qua rterly .

II . E xte rnal P rograms

CONTRACT COMPL IAN CE PROGRAM

Since 1970 NASA has  had responsibi lity for the EEO compliance of NASA 
con trac tors ope rating on or near  NASA Center s. Unlike some oth er agencies, 
NASA does not  have  industry-wide  compliance responsibili ties.

The organiza tion  of NASA’s Compliance Program reflects the  na tur e of its  
compliance responsib ility. The re is a Contra ct Compliance group on the  EEO 
staf f at  each ins tal lat ion  to conduct the  compliance ope rat ing  for  those  con
tra cto rs on or near the  ins tallatio n. The  only excep tions  are Fli gh t Research 
Center, where the con tracto rs are monitored by the  Compliance staf f a t Ames 
Research Center, and  NASA H eadquar ters where the  c ont rac tors are  monitored 
by the  Compliance staf f at  the  Goddard Space Fli gh t Center.

NASA c urrent ly has responsibil ity for  260 cont rac tors employing some 45,219 
employees a s o f December 31, 1973. The Agency Compliance staf f numbers 22 pro
fessional positions—inclu ding  the  Compliance Division of the  Office of Equ al 
Opp ortunity  Programs (OE OP) . Da ta recently  publi shed 1 by t he  Dep artm ent  of 
Labor show th at  NASA expends the  most hours-per-contrac tor-em ployee of any 
compliance agency. NASA also expends the  most s taff  time per con tracto r review. 
This  is partly  due to the  local na ture  of NASA’s compliance responsibil ity but  
nevertheless  indicate s a desi re to do thorough, effective compliance reviews—the 
hear t of the compliance funct ion. Exhib it I shows Contract reviews to be per
formed by Centers dur ing  the  quarter,  January -M arc h 1974.

How well has NASA performed thi s func tion  to assure  p art icipat ion  of m inor
ities and women in the  con tracto r work force?

Uniform and  cons isten t sta tis tic s on the con tracto r work force  have been 
gathered since 1971. This da ta is summ arized in Exhib it II.  There  has been a 
continuous increase  in the  number of minorit ies employed even though the  over
all work force  has  decreased. Minority employment wen t from 11.8 percent to 
15.0 percen t of the  tot al (a net increase  of 763 positions) while the total  number 
of jobs decreased  by over 6,000. There have been notable increase s in minority 
percentages among Officials a nd Managers  (3.4% to 5.4%) ; Professio nals  (5.9% 
to 8.1%) ; a nd Tech nicians (10.2% to 15.5%).

The prop ortion of female employment increase d from 15.7 percen t to 19.0 
perc ent (a net  increas e of 560 jobs ) desp ite the  overall decrease  of 6,000 jobs. 
Here, too, the re were noteworthy increases among Officials and Managers, (2.1% 
to 3 .9%) ; Professiona ls, (5.5% to 8 .4%) ; and Technicians (8.5% to 11.6%).

The only percentage decreases took place among Unskilled  La borers for Women 
and Service  Workers  for  minor ities. These  are the  two lowest lab or categories  
and, in all candor, we have concentrated our effor ts to increas e the  p arti cipation 
of women and minorities in the high er la bor categories.

These agg regate sta tis tic s show appreciable progress but  how do we judge 
the  performance  of an individual con trac tor?  Key to thi s judgment  are  the  
numerica l goals and  time tables which the  con tracto r develops and  includes in 
his Afffrmative Action Plan .

Government-wide policy on the int erp retation and implementation  of numerical 
goals was outlined in a policy sta tem ent  by Robert Hampton, Chairman, U.S. 
Civil Service  Commiss ion; Stanley Pot ting er, Assis tan t Atto rney  Ge neral ; 
William Brown, Equa l Employment  Opp ortunity  Commission; and Phi lip Davis, 
then Act ing D irecto r, OFCC. They  st ate d th at  a goal is  a numerica l objec tive fixed 
realist ical ly in term s of the  number of vacancies  expected,  and  the  number of 
qualified app lica nts  ava ilab le in the rele van t job market.

To achieve aggressive goals, we encourage c ont rac tors  t o :
Conduct extensive rec rui tment  drives inclu ding the use of r ecruitment consult

an ts and adverti sing in media orien ted toward women and mino rity groups.
Offer fully competitive salaries needed to at trac t necessary qualified persons.
Use the full amount of flexibili ty within company hir ing  and retent ion  policies.
Thus, the determinat ion of an individual contr actor’s compliance is based on 

a judgment of h is good fa ith  efforts. The compliance staf f reviews  the  aggressive
ness of the goals in term s of the projected hir ing  and turnov er rates,  progression  
pat tern s, and  so forth.

1 “Federal Contra ct Compliance Planned Pro gra m’’ published bv DOL/OFCC Novem
ber 9.1973.
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In  NA SA , th e  Co mpl ian ce  st aff  on si te  a t each  field  in st a ll a ti on  co nt in ua lly 
m on itor s th e co ntr acto rs  a t th a t in st a ll a ti on  lo  ass ure  th e ir  compl ian ce . NA SA 
pra ct ic e is  to revi ew  ea ch  co ntr acto r a t le ast  tw ice a year to  see th a t th e contr ac 
to r is livin g up  to th e  co m m itm en ts  he  has  mad e. Thi s conti nual  su rv ei ll an ce  is 
po ss ib le  be ca us e of  th e loca l n a tu re  of  NA SA ’s Com pl ian ce  re sp on sibi li ty . T his  
pra cti ce  of  co nt in ua l su rv ei llan ce  is, as  fa r  a s we know , uni qu e in  go ve rnmen t.

To  su m m ar iz e,  th e field co mpl ianc e st af f m on itor s th e contr acto rs  a t th e ir  
in st a ll a ti on . The  C ontr ac t Com pl ian ce  s ta ff  of  th e OEO P office pr ov id es  tr ai n in g, 
gu idan ce , di re ct io n,  and co or di na tion  to th e field st af fs . F o r ex am ple,  th e  field  
st af fs  at te nded  a fo ur- day  tr a in in g  se m in ar  her e in  W as hi ng to n th is  past  fa ll.  
T he pu rp os e was  to  b ri ng th e st af f up  to  d a te  on re ce nt  Office of  F ed er al  C on trac t 
Co mpl ianc e (O FC C)  re gu la tion s,  in te rp re ta ti ons an d d a ta  re qu irem en ts . A 
fo llo w-up tr a in in g  se m in ar  wi ll be  sc he du led in th e near fu tu re  to  revi ew  th e 
D ep ar tm en t of  Lab or ’s re ce nt ly  re vi se d dat a re qu ir em en ts  and  pr oc ed ur es  fo r 
co nd uc ting  c om pl ian ce  revi ew s.

In  ad dit io n  to  tr ai n in g, th e  Com pl ian ce  D iv is ion of  th e OEO P issu es  da y- to-day  
gu id an ce  an d di re ct io n to th e field . For  in st an ce , fin al  dete rm in at io ns of co mpl i
an ce  a re  mad e in th e OEO P Com pl ian ce  Di visio n a ft e r re vi ew s of  th e on -s lte  
re vi ew s an d dat a as se ss m en ts  are  do ne  loca lly . Thu s,  th e Co mpl ianc e st af f of  th is  
office is  u lt im at el y  re sp on sibl e fo r NA SA ’s C om pl ianc e pr og re ss .

The  year 1974 will  see th e im pl em en ta tion  of  a spec ia l af fi rm at iv e ac tio n 
h ir in g  pl an  fo r Shutt le  co nst ru ct io n of  fa ci li ti es  a t th e  K en ne dy  Sp ac e Ce nter . 
O ur  aim  is  to  as su re  th e u ti li za tion  of  m in or ity em ploy ees on th e co ns truc tion  
work fo rce.  To  th a t en d,  hi ri ng go al s ha ve  bee n includ ed  in  th e hid  co nd iti on s 
an d contr ac to rs  w ishing  to  p art ic ip a te  in  th e pro je ct  w ill  ha ve  to  ac ce pt  thos e 
go als . T he  go als  so f a r  de ve lop ed  ap pl y to  th e  ea rth- m ov in g port io n of  th e  con
st ru ct io n . Our  ta sk  th is  year wi ll he to  de ve lop go als fo r th e  rem aini ng , mo re  
co mp lex  p or tion s of th e pro je ct .

Exhib it  I

Cont ra ct  review s to be p er fo rm ed  by centers during J anuary -M arc h  quarter 7977/
God da rd  Sp ace F li gh t C e n te r:

A nn ua l ------------------------------------------------------------------------------------------ 13
F o ll ow up__________________________________________________________  7

T o ta l ___________________________________________________________  20

W al lo ps  S ta ti o n :
A nn ua l ___________________________________________________________  1
Fo llo wup  _________________________________________________________  4

Tota l ___________________________________________________________  5

Lan gl ey  Res ea rc h C en te r:
A nnua l _______________________________________________________________  7
Fo llo wup  _________________________________________________________  1

T o t a l ___________________________________________________________  8
M ar sh al l Sp ac e F li gh t C en te r and M ississ ippi  T es t F ac il it y  : A nnual____ 19

Ken ne dy  Sp ac e C e n te r:
Ann ua l ___________________________________________________________
F oll ow up  _____________________________________________________________

QC
 C

O 
I 

r
t M

 C
I IS

 
II 

t-

T ota l ___________________________________________________________  1
Le wi s R es ea rc h C en te r:  A nnual________________________________________
M ar sh al l Sp ac e F li gh t C en te r an d M icho ud  Asse mbly  F a c il it y : A nnual _
Jo hn so n Sp ac e C en te r:  A nnual ________________________________________  1
Am es R es ea rc h C e n te r: A nnual ________________________________________

NASA Pas adena off ice :
A nn ua l _________________________________________________________ __
Fol lo wup  _________________________________________________________

T o ta l ___________________________________________________________  11
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Exhibit II
SUMMARY OF CONTRACTOR WORK FORCE DATA

*

Total employment................................

Employment of min orit ies  (perce nt):
Officials and managers................
Professionals.................................
Tech nicians......... . .......................
Sales w o rk e rs .. .........................
Office and cle rical........................
Skill ed craft s................................
Operatives (sem isk ille d) ........... .
Laborers (uns ki lle d) ........ ...........
Service workers............................

To ta l..........................................

Employment of women (percent ):
Officials and managers...... .........
Professionals................................
Tech nicians...................................
Sales w o rk e rs .. ..........................
Office and cle rical........................
Skil led cra fts__________ _____
Operatives ( se miski lle d) ............
Laborers (uns ki lle d) .............. ..
Service workers...........................

To ta l..........................................

Dec. 31,1971 June 30,1973 Dec. 31,1973

51,275 47, 531 45,219

3.4 4.8 5.4
5.9 7.8 8.1

10.2 13.6 15.5
3.8 6.7 9.0

15.6 19.4 20.9
8.8 9.6 10.6

21.4 27.6 28.9
47.5 51.7 62.2
47.4 46.4 44.0

11.8 14.4 15.0

2.1 2.8 3.9
5.5 7.6 8.4
8.5 10.6 11.6

17.0 13.3 21 .0
68.7 70.7 72 .3
3.1 2.7 3.5

15.2 22.8 29 .8
16.0 10.5 13.0
11.8 14.7 18.0

15.7 17.5 19.0

Note: Percentages shown are o f the tota l work force in that  job category.

»

M IN O R IT Y  B U SIN E S S  EN TER PR IS E PRO GRAM

The Minority Business Enterp rise Program was established by Executive 
Order 11458 of March 8, 1969, to coordinate the efforts of the Federa l Govern
ment and other public and private agencies toward the establishment and de
velopment of minority business enterprise. Its principal objective is to assist 
minority-owned firms in achieving productive and economic stabil ity in the 
competitive business environment. A superseding Executive Order 11625 was 
issued on October 13, 1971 to provide additional strength and stimulus  to the 
program. Responsibility of the Federal program has been placed with the Office 
of Minority Business Enterp rise (OMBE), Department of Commerce.

NASA’s overall minority business program is provided for in a NASA Pro
curement Regulation which cites national policy and outlines the basic NASA 
Minority Business Enterprise  Program. The principle elements of the NASA 
program call for : (1) the identification, development and solicitation of minor
ity business sources; (2) the assistance of minority firms through counseling 
and the awareness of prime and subcontrac ting opportunities : and (3) con
tract ing with minority firms through the Small Business Administration.

The principal direction of the minority business program has, to date, been 
accomplished under authority  ef Section 8(a ) of the .Small Business Act, 15 
USC 637(a), which permits Government agencies to contract with the Small 
Business Administra tion, which in turn  may then subcontract noncoinpeti- 
tively with suitable minority firms. NASA, as of the end of Calendar Year 
1973, lias channelled in excess of $16.7 million to minority firms under the 
Section 8(a ) program as follows :

Fiscal year
Contract

actions Value

1970 ...................................................................................................................................................
1971 ......................................................................... ......... ........... ............................................. .
1972 ....................... . ........... ................... ........................................................................................
1973 ............. ..................................... ...............................................................................................
1974 (1st ha lf) ................................................................................. ...............................................

3 $76, 909
41 1, 399, 530
68 3, 222, 050

105 8, 514, 542
49 3, 490,187

A NASA Section 8(a) contracting goal of $11 million has been established for 
FY 1974. This represents a 29 percent increase over the  $8.5 million awarded bv 
NASA in FY 1973.

Though the main thr us t of the program has been through Section 8(a)  con
tracting, NASA actively encourages the placement of subcontracts with minority
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firms. A contractual requirement to this  effect has been established by a Procurement Regulation entitled, Minority Business Enterprises Subcontracting Program. In FY 1973 NASA’s on-site support service contractors awarded $3.2 million to minority  firms. During the first half  of FY 1974, NASA contractors reported $2.9 million in subcontract awards to minority firms. Additionally, in FY 1973 and the first half of FY 1974 NASA Installations placed $2,107,392 and $299,^94 respectively in direct awards to minority firms.NASA actively par ticipa tes in  all Interagency Committees established to foster  and coordinate the Government’s minority business efforts. The NASA Deputy Administrator is the NASA member of the Interagency Council for Minority Business Enterprise . At the field level, NASA Centers partic ipate in the activities of the Minority Business Opportunity Committees (MBOC) to provide regional program coordination. A Small Business-Minority Business Specialist assigned to each Center is the NASA member of the local MBOC.
RESEAR CH PROGRAM AT UN IVER SITIES  W IT H  PRE DOMIN ANTLY  MINO RITY  ENR OLL MENTS

Within the university community, NASA initially confined it s sponsorship of research projects to graduate schools so tha t the research could benefit from the advanced level of academic achievement as well as contribute  to the interests, activities, and cajiabilities of the institutions.  Recognizing tha t this policy tended to bar most of the institu tions with predominantly minority enrollments from participating because they lacked graduate  departments, NASA, in 1969, began an effort to involve these colleges and universities in our research.This initi al research program with minority colleges and universit ies has proven highly successful, both in terms of quality research contributions to the aerospace program and in terms of providing challenging research tasks  to supplement the teaching functions of the institutions involved. Based uixin these demonstrated values, NASA broadened this program and set a goal for expending a larger proportion of its research project money for funding research proposals from colleges and universi ties having predominantly minority enrollments.
Research awards under this program a re restricted to colleges and universities having predominantly minority enrollments and offering baccalaureate or higher  degrees. The research must be relevant to NASA’s mission, contribute to the solution of problems of concern to the Agency, and be of clearly discernible merit.
The natu re of NASA’s mission is such tha t it is expected tha t most of the research to be supported under this program will be scientific or technical in character. A small number of projects may be funded for relevant studies of related problems, such as those in the public admin istrat ion area.The following char t shows our steady growth in this program :

4

f

Fiscal year

1969 .................
1970 ............. ..
1971 .................
1972 .................
1973 . . . ..........
1974 (1s t hath

Obligations
Number of 

universities

$358,000 7
649,000 15
829, 000 17
897,000 20

1.378, 000 25
666,000 21

*III. Internal Programs

GOALS AND TIME TABLES FOR CY 197 4

NASA lias committed itse lf to :
Achieve a t least 6.1% minority employment 
Place at  least SO minorities in professional positions Place at  least SO women in professional positions.The achievement of these minority and female hiring goals will call for 20% each of expected professional and non-professional hires to be minority and 20% of the professional placements to be women. This should be compared with NASA’s hiring performance in FY 1972 when 7% of the  professional hires were minority and 10% of the professional hires were women. Thus the goals for CY 1974 will require dramatically increased efforts all across NASA.
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Progres s thro ugh  Febru ary  is shown below:

Actual, 
Feb. 28, 1974

Fiscal year 
1973

Goal performance

Min ori ty profes sion al ... .
Women professional____
Minorit y nonprofessional

15 80
14 80
12 136

28
40

143

The following chart  breaks  out the full-t ime perm anent civil service workforce by minorities and females in absolute numbers and  per centa ges:
Dec. 31, 1973 Feb. 28, 1974

Number Percent Number Percent

Professional:
Tota l Agency..................................................................... 15,535 100.0  15,461 100.0

Minorities..................................................................  584 3. 8 596 3 9
Fema le. ..................................................................... 842 5.4 847 5.5

Nonprofessional:
Total Agency..................................................................... 10,147 100.0  10,070 100.0

*

Minorities..................................................................  824 8.1  830 8 2
Female....................................................................... 3,475 34.2 3,465 34.4

To tal :
Tota l Agency..................................................................... 25,682 100.0  25,531 100.0

Minorities.................................................................. 1,408 5.5 1,426 5.6
Female....................................................................... 4,317 16.8  4,312 16.9

COUNSELING AND  DISCR IMINA TION COMPLAINT ADJUDICATION

NASA ha s a to ta l of 86 cou nse lors: 55 males and 31 females.  The percent of female counse lors (36%) is high er than the  female rep resentatio n in the  workforce. A race and  sex breako ut of counse lors fol low s:
Male FemaleBla ck _________________________  24

Caucasian  ____________________  19
Spanish -Su rna me d______________ 7
Orienta l ______________________  4
In d ia n________________________  1

Bla ck _________________________  8
Caucasi an ____________________  19
Spanish -Su rna me d_____________  3
Oriental ______________________  1

During CY 1973, the re were 222 pre-compla int counse ling sessions involving 210 complaints NASA-wide. Table 1 shows a breakdown  of these complaints by Centers along with  the reaso n for the complaint. One hundred  and seven of the  compla ints, or 48% were  resolved as a res ult  of counsel ing sessions. This percentage is s lightly b etter t ha n the governm ent-wide figure of 45.1%.
Thirty-five complaints reached the form al complain t stage dur ing 1973. These are broken down by Center and  by reason in Table 2. The sta tus of form al compla ints decided and  those sti ll in  process is shown in Table 3.

»
TABLE 1 . - SUMMARY OF NASA PRECOMPLAINT COUNSELING ACTIVITY. CALENDAR YEAR 1973

Installa tion

Complaint based on—
Number of 
complaints 

resolved

Percentage 
of tota l 

complain ts 
resolvedRace Religion Sex

t  National 
Color orig in Total

ARC............................ ......... 8 . 25 1 34 20 59.0FRC_................... . ............ 1 . 5 6 4 67.0GSFC.................................. 13 . 4 17 8 47.0HDQS................... ............. 17 3 6 _______  1 28 24 86.0KS C .. ._ .......................... . 3 3 6 1 17.0LaR C.____ ___________ 12 1 45 1 59 34 57.6LeRC.................. . ............. 5 . 4 ............... 2 11 0 0JS C................................... 9 1 10 7 28 1 3.6MSFC............................... . 11 . 15 ............... 1 27 15 58.0ws__ ____ _____ 1 . 5 6 0 0NaPO................................. 0 0 0
Total NASA........... 77 8 122 0 13 222 107 48 .0
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TABLE 2.— NASA-WIDE SUMMARY OF FORMAL COMPLAINTS OF DISC RIMINATION , CALENDAR YEAR 1973

Complaint based on—

Ins tallatio n
National

Sex Religion Race Color orig in Total

ARC............ .
FRC..............
GSFC.......... .
HDQS......... .
KSC_...........
LaRC...........
LeRC...........
JSC.............
MSFC..........
WS..............
NaPO..........

Total

........................  1 ....................................

....................................  1 ......................................................
1 2 ..........................  1 2 ......................................................

2 2 ............................ . ...................................................
2 ........................... 1 ......................................................1 .........................................................................

2 6 3 4 «4  ........................... 4 3
2 ........................... 1 ......................................................1 .........................................................................

I  16........................6 ............ • 10 .......... 0............. ..............3

0
1
1

1 4 
4 
3 
8

4 1

»3 
io 2

1 Alleged sex and race (1) .
2 3 complainan ts.
’  2 complainan ts.
‘  3 complainan ts.
4 2 cumpla inants .
6 10 complainan ts (4 complainants represents 11 complaints) .
7 Includes 2 male complaints.
> Includes 2 complaints  by 1 Caucasian.
• Complaints .
>» Complainants.

Table 3
REVIEW  OF ACTION ON CO MPLAINT S, 19 73 

A. Number of complaints  closed :
1. Cause found______________________________________________
2. No cause found--------------------------------------------------------------------
3. Withd raw n before  final agency action (complain ts were resolv ed) — G
4. Rejected (un tim ely ; not  covered by Tit le VII ; sim ilar charge be

fore BAR*) _______________________________________________  7
B. Number of complaints presently before BAR -----------------------------------
C. Number of complaints in dis trict court-------------------------------------------- 1
I). Number and sta tus  of activ e complaints (no t including 1> and  C )-----  22

1. In investigate stage________________________________________ 8
2. In adjustment stage________________________________________  2
3. In hearing  stage___________________________________________  lb
4. In decision stage__________________________________________  2

♦B u re au  of A ppeal s a n d  R ev ie w

COOPERATIVE EDUC ATION (CO-OP) PROGRAM

Under thi s program, studen ts al ternate semes ters study ing at  school and work
ing at  a NASA ins tallatio n. The work experience augments the ir forma l study. 
The Co-op Program has, for a long time, been a prime source of highly qualified 
employment candidates  for  NASA. We see the  program as helping to increase 
the  flow o f mino rities and  women into  technical fields where there is a cur ren t 
scarc ity. Thus , NASA has sought to increase mino rity and female par ticipat ion  
in the program. Our enro llment sta tis tic s have  been as follows:

|ln  percent]

June 1974 
June 1972 (projected)

Min or itie s.........................................................................................................................................  12.2 24.3
Women.............................................................................................................................................  9.4 16.9

We hav e increased the number of predominantly mino rity schools p arti cipating 
in the program from 16 in 1971 to 44 in 1973.

The overall size of the program is  in crea sing  :
En rollm en t:

Fisca l year  1973______________________________________________  719
Fiscal year 1974 (pro jec ted )__________________________________  7S9
Fisca l yea r 1975 (pro jec ted )___________________________________  950



COORDINATED REC RUITM ENT

The Office of Personne l has  developed and  is implementing an Agency-wide rec rui tment  program specifically aimed at ident ificat ion and rec ruitment of mino rity and  female candidates  for professional positions in NASA. A full-time staff  in He adqua rters is coordinating thi s effort. Six Field  Centers have recrui ting responsibi lities . Teams of rec rui ters, inclu ding mino rity and  female employees, will soon be involved in con trac ting  potent ial cand idates, counseling them in Government hir ing  procedures, ass isting them to t ake  the s teps  necessary  to establish  eligibility, and, of course, encouraging the candidates  to join NASA.
IDEN TIF ICAT ION  OF WOMEN AND MINOR ITIES FOR MANAGEMENT DEVE LOPMENT

A special effor t is underway to identi fy persons for management development training. Lis tings of female and  minority employees will be mainta ined by our Management Development Educatio n Panel. The Panel and the Office of Equal Opportunity  Prog rams will iden tify  t rai nin g prog rams and opportu nities for such persons. The Management  Development Education Pan el recen tly nominated two women and  a mino rity for special management training. They were:
Ann Bradley  (I ldqr s)  for  the Woodrow Wilson Fellowship in Publ ic Adm inis trat ion at  Prin ceton University .
Lois Robertson  (MSEC) for the  Education for Public Management Fellowship at  a major univ ersity.
James W. Morrison, Jr . (Il dq rs)  for  th e Programs for Management Development at  Ha rvard  University  for the Spring of 1975.

UPW ARD MOB ILIT Y PROGRAM

In addition to rec rui tment  from outside, we also seek to move curre nt employees to high er positions in NASA. NASA has  received Civil Service Commission approva l of thr ee  specific prog rams—Specialty Tra ining for  En trv  Profe ssionals (STE P) , Growth Opp ortunitie s (GO) ; and CROSSOVER. These programs  will allow persons to move out of dead-ended jobs and enter  other jobs which have opp ortu nities for care er development. Commission approva l allows NASA to waive  cer tain exper ience cri ter ia.  The STE P and GO programs have been conducted at  NASA Headq uar ters . Dur ing CY 1973, abou t 8% of Headquart ers  professional positions were filled through Upward Mobility. The Affirmat ive Action Pla ns of all our Field  Ins tal lat ion s call for implement ing combinations  of the prog rams dur ing 1974. The Ins tal lat ion s have identified Upward Mobility posit ions and are  developing competitive processes  for selecting program par tici pan ts.

NATIO NA L AEROSPACE FE LL OW SH IP  PROGRAM

The aim here is to encou rage minority  and female studen ts to undertake a erospace caree rs. NASA wil l award  20 scho larsh ips of $2,500 per year to Junio r and Senior college students . The studen ts will be invited to spend summers working at  a NASA labora tory  to augm ent the ir academic training. This  program was ju st  recen tly approved and we are  now working out. arra nge ments  with  severa l universitie s. It  is expec ted that  candidates will be ident ified by early  May.
THE NASA EQU AL OPPORTUN ITY  COUNC IL

In orde r to fu rthe r involve line management in EEO program planning and just  as importantly , to g et top management feedback,  we have formed  an Agency Equa l Opportunity  Council. The Council consi sts of the Deputy Center Directors , the Agency Fed era l Women’s Prog ram Coordinator, fou r non-superv isory  employee representativ es and  the  Assist ant  Adminis tra tor  for Equal Opportunity  Programs. The D irector of Personnel serves as  adv isor.
The first Council meet ing was held March  21 and 22, 1974, at  which obstacles to successful rec rui tment  were identified. Several solutions  were proposed and  Cente r Directo rs were charged with  research ing and implementing proposed solutions.  This  Council will meet freq uen tly enough to particip ate  in guiding the  th ru st  of the Equ al Opportunity  Programs to meet NASA’s goals.

TECHNOLOGY TRANSFE R SE MI NA R

NASA’s aim in presen ting  the Technology Transfe r Seminar  is as follo ws: NASA has had a technology tra ns fe r program for abou t ten years to help aero-



space technology find useful applica tions in the  nat ional economy. There is, however , a need to devote more attent ion  in the program tow ard  mino rity businesses. Thus, we have  develoiied an arra nge ment with  the  Office of Minori ty Business  Enterp rise  (OMBE) of the Departm ent of Commerce. Under  thi s ar rangement, NASA (and hopefully other government agencies) will display  tech nology developed in various mission programs, and presen t methods such as pa ten t waive rs, licenses, and so fo rth  by which businesses can gain  access to tha t technology. OMBE will then explain its  resources for  ass isting in financing, ma rke t studies, and other product development areas. Our join t aim is to assi st minority  businesses to make the transi tion from providing services to manufacturin g marketa ble products. This  Seminar  will be held in the  Washington area in ear ly June.

BROADENING POLICY BOARDS AND COMM ITT EES

We have broadened the composition of several  key committees and boa rds :
The Personnel Management  Review Committee, a high level NASA-wide 
council which reports  to the Deputy  Admin istrator on personnel problems, now includes a minor ity and a woman ;
The  Management Development Education Panel, which recommends nomi
nees to the Admin istrator as candidates  fo r long-term executive  development 
fellowships, now includes three employee members. The tot al panel includes  
two women and  two m inorities ;
The Incen tive Awards Board will include the Federal Women’s Program Coordinator  and the Assist ant  Adm inis trat ion for Equ al Opportuni ty Pro 
grams. In addit ion, a Headquarters  Awards Board  is being formed which 
includes employee rep resentativ es (including minorities and  women) .

HEADQUARTERS EMP LOY EES EQU AL EMPLOYMENT OPP ORTUN ITY  ADVISORY GROUP

A Headq uar ters  Employees Equal Employment Opp ortunity  (EEO) Advisory Group was constitu ted on March 22, 1974, at an informal ins tal lat ion  ceremony conducted by Dr. Jam es C. Fletcher, Adm inis trator. The objectives and responsibi litie s of th e Advisory Group are to  :
a. Asce rtain  the  concerns  and  views of He adqua rters employees on EEO 
ma tte rs and bring such concerns and views to the att ention of the Adminis
trat or  and othe r levels of NASA Headq uar ters management .
b. Serve as an advisory group  to the Headq uar ters  Management EEO Com
mit tee  in the development, implementa tion, and overview of the  Head qua rters 
EEO Affirmative Action Plan.
c. Assure considera tion of the  views of women and  minorities in carryin g 
out. objectives a and b, above.

Upon the  departu re of Ms. Ruth Bates Ha rri s las t fall, some 70 employees 
signed a peti tion  addressed to Dr. Fle tcher expressing  concern about the sta tus  of fu ture  EEO programs in NASA. Dr. Fle tcher asked th at  a representativ e group of these  employees meet with him in person to discuss the ir concerns. A meeting was held on November 3, 1973. and the  group  discussed with  Dr. Fle tcher several  recom mendations  to improve NASA’s EEO program. The meeting was of benefit to all partie s concerned, and Dr. Fle tcher endorsed the recommendation  that  an establish ed council or group of employees, including women and minor ities,  meet with  him at  least semiannu ally to discuss employees’ views 
and  concerns about EEO.

An app rop ria te management issuance was published on Fe brua ry 23, 1974, to establish the  Advisory Group and  set for th its objectives, membership, and procedures . The management issuance prescribed a nomination and election process and provided for  three Advisory Group members from each of the following fou r grou ps : (1) min ority female, (2) mino rity male, (3) nonm inori ty 
female , an d (4) nonm inori ty male.

Nominations for members to serve on the Advisory Group were solicited from all employees during the  week of March 4. Based on ma jor ity  vote, 24 nominees were selected—six from each of the  fou r groups mentioned above. Ballo ts with 
pho tographs of the nominees were  dis trib uted to employees on March 11. The result s of the ret urn s of 894 bal lots, or about  90% of the eligible employee voters, were announced to all employees on March 13, 1974. The Group will be meeting 
at  least monthly.
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AFFIR MA TIV E ACTION PROGRAM WO RKSHOP

A proposal to conduct an Affirmative Action Program  Workshop to fu rth er  tra in  EEO and  personnel employees in the development and impleme ntation of Affirmative Action Plans was prese nted to the  March meeting of  the  NASA Equal Opportunity  Council. The Council decided to postpone the  workshop in ord er to concent rate on monitoring and  developing bette r means of eva luat ing thi s year’s Affirmative Action  Plans. The workshop  will be considered aga in at  a summer meeting.
National Aeronautics  ano Space Administration 

REPORT ON NA SA 'S EQU AL EMPLO YM ENT OPPORTUN ITY  PROGRAM

I.  E xternal P rograms 
TECHNOLOGY' TRA NSF ER SE MI NA R

In an effort  to fac ili tat e the  development of a successful mino rity business community , the  Office of Minority Business En terpri se of the Department of Commerce is join ing  with  the National Aeronaut ics and  Space Adm inist ration in conduc ting a serie s of Technology Transfe r Seminars  across the country  for the mino rity ind ustrial community. NASA is presently iden tify ing commercially viable  technologies th at  offer the highest development and  marketing  potential .The Pilo t Technology Transfe r Seminar  was  conducted in Washington, D.C. on Jun e 4th and  5th, 1974. Invited  particip ants included mino rity businesses , minority  manu fac turers , related service companies, nat ional mino rity associations and  organiza tions, minority consu lting  firms, and minority  colleges and  universit ies.
The objectives of  the  Technology Transfe r Seminar  w er e:
1. To provide  info rma tion  on selected innovations that  cha rac teri ze the  many new NASA technology items  which may he of pa rti cu lar int ere st to min ority ma nufac turers  a nd rela ted  service companies.
2. To describe  how min ority firms may gain  access to NASA technology and how they may acquire  techn ical assi stance thro ugh  the NASA Technology Uti lizatio n (TU) Program.
3. To describe NASA pa ten t regu lations and procedures by which NASA receives and evalu ates  solic ited and unsolicited proposals.
The NASA Technology  U tiliz ation Prog ram object ives are to:
1. Increas e the ret urn on the  nat ional investment in aerospace research  and development by encouraging add itio nal  uses of the  knowledge gained  in those program s.
2. Shorten the time g ap between the discovery of new knowledge an d it s effective use in the marketp lace.
3. Aid the  movement of new knowledge across ind ust ria l, discipl inary and  regional boundaries .
4. C ontr ibute to the  knowledge of bet ter  means of tra nsferri ng  new knowledge from its  po ints of or igin to i ts poin ts of poten tial  use.
The principa l th ru st  of NASA’s TU Program  is ensurin g that  new aerospace  technology is brou ght  to the  att ent ion  of the ind ust ria l community. The pilot Technology T ran sfe r Seminar  was an  effort to  br ing NASA technology specifically to the  atte ntion of minority businesses. The Pilot Seminar  was managed by Evalua tion  Technologies , Inc., a minority business, in the  N ation’s C apita l.

RESULTS OF PILOT SE MINAR
The pilot seminor provided an occasion for minority businessmen and Govern ment  and major ity  firms to meet and exchange ideas. Reg istratio n tota led 96 and  included minority  ma nufac turers  and  service  companies, minority consulting firms, mino rity colleages  or universit ies, and minority  associations and organizations, including OMBE-funded organizations .
Speakers at  the  seminor represe nting NASA were Dr. Dudley  G. McConnell, Ass istant Admin istr ato r for  Equal Opportunity  Program s, and  Mr. George J. Vecchie tti, Assist ant  Adminis tra tor  for Procurem ent. OMBE was represen ted by its Director,  Alex Armendaris. Congressman Barren  Mitchell addressed the opening session on Tuesday ; the luncheon speaker was Mr. B arr y Johnson, p as t C hai rman of the  Board of  Directo rs of the Nat iona l Association of Black M anu fac turers  (NABM). Wednesday’s luncheon fea tur ed  Rick  Bela, General Counsel of the  La tin  American Manufac turers  Associat ion.



Staff and resources people fo r the workshops were draw n from NASA, both its 
Headquarters  and its othe r f acil ities a round the  country, as well as from OMBE’s 
Headquarters  and regional  offices. Addit ional su ppor t was  provided by representa
tives  from Rockwell Int ern ational,  Sears , and Martin -Ma riet ta. Chairman of the 
seminar  was Har rison Allen, Jr.,  Technology Util izat ion Eng ineer from NASA’s 
Lewis Research Center  in Cleveland, Ohio.

The scheduled activities were highly successfu l, according to the  evaluation  
performed. The unscheduled activities—inform al conversatio ns, small confer
ences called  as a result  of par tic ipa nt int ere st and/or  need, subse quent appoint
ments set up—were equal ly successful, according to info rmal observations made 
by those involved in conduc ting the seminar. OMBE made a signif icant  contribu 
tion to the seminar by arr ang ing  for the par tici pat ion  of indust ry represen tatives.

The accomplishment of purposefu l meetings between individual minority  busi
nessmen and  NASA staf f and indust ry representativ es did achieve the  sta ted  
goals of the  seminar partic ipants . The  seminar  was, in the  best  sense, an oc
casion for NASA to dem ons trate that  minority  business can “Look to Us.” 

CON TRA CTO R CO MP LIA NC E REV IEW S PERFORM ED DURING APR IL -J U N E 1974

Typ e of review

Preaward Postaward Followup

Center Apri l May June Apr il May June Apr il May June Total

Ames..................
Go dda rd. ...........
Kennedy.............
Johnson ..............
Marshall.............
NAS A Pasadena
Lang ley ..............
Lewis..................
W al lo ps ... .........

5
12
116
10
11
7
3
2

To ta l. 20 67

NA TIONAL AEROSPACE FE LL OW SH IP  PROGRAM

NASA ini tia ted  the  Nat iona l Aerospace Fellowship Prog ram, a pilot project , 
to encourage women and members of mino rity groups to seek careers in engineer
ing and  cer tain scientific fields and to seek employment with  NASA.

On April 15, 1974, arrang ements were completed with  seven colleges and 
universities to award  20 aerospace fellowships to studen ts in their  jun ior or 
senio r year who are  in the  top th ird  of the ir class and who have shown a 
potenti al for  space rela ted  science or engineering. Each  studen t receives $2,500 
for the  academic year  to cover tui tion , fees, books, supplies and other educat ion 
rela ted  costs.

Parti cipat ing are : v„„,,er
School Fel lo wsh ip s

Bennett  College, Greensboro, N.C. (predom inan tly black female)_______
Goucher College, Towson, Mary land (predominantly white fem ale)_____
How ard University, Washington, D.C. (predominantly black coed)______
Morehouse College, A tlan ta, Ga. (predominan tly black male)___________
New Mexico High lands Univ., Las Vegas, N.M. (predominan tly Spanish

speaking  coed)_________________________________________________
Sou theaste rn Sta te College of Oklahoma, Durant,  Okla. (predom inan tly

American Ind ian coe d)_________________________________________
Spelman College, A tlan ta, Georgia (predom inan tly black fem ale)_______

During  the  summer, studen ts work at  NASA Cente rs of their choice where 
they ar e p aid the prevailing ra te  for Federa l summer inte rns.

Summer work assignments a re :
Ames Research Center, California— Tota l 5

4 stud ent s from New Mexico H ighlands University 
1 stu dent from Bennett  College

d M f d 
’f  M
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Goddard Space Fl igh t Center, Maryland— Tota l 9
1 stu dent from Ben net t College
2 s tud ent s from Goucher College
4 stude nts  from Howard University 
1 s tud ent from Morehouse College 
1 stud ent from Spelman College 

Johnson Space Center, Texas— Tota l 4
4 studen ts from Southea stern Sta te College of Oklahoma 

Langley  Research Center, Virgin ia— Tota l 2 
1 stu dent from Morehouse College 
1 student  from Spelman College 

Sex and Eth nic  Background of the Stu dents :

American
Indian Black

Spanish
speaking White Total

Female_____ 5
Male_________ ........................  1 5

z
1 2

11
9

RESEAR CH PROGRAM AT UN IV ER SITIES  HAVIN G PREDOM INA NTL Y MIN ORI TY 
ENR OLL MENTS

Through its  field centers. NASA is involved in a wide range of resea rch ae- 
iviti es perta ining to its specific mission in science and application. In addi tion  

to research  conducted in-house at  the NASA centers, a broad spec trum of re
search is sponsored at  colleges and univ ersi ties.  Below is the  curre nt lstine of 
minority universities and colleges which have  received NASA g rants  to conduct 
research  of mutual int ere st to them and the  respec tive NASA ce nt er s:
Aines Research Center, California

Bishop College 
Clark College 
Howard University 
Tal ladega  College 
Xavier University

Goddard Space Flight Center, Mary land 
Alcorn Sta te Univers ity 
Bowie Sta te College 
Coppin Sta te College 
D.C. Teachers College 
Dela ware Sta te College 
Fed era l City College 
Howard Unive rsity  
Lincoln Unive rsity  
Morgan Sta te College 
North Caro lina A&T Sta te University 
University of Mary land, Easte rn Shore 
Wash ington Technical Insti tu te

Je t Propulsion Laboratory , California 
Flo rida  A&M University  
North  Caro lina A&T Sta te University 
Pan  American University 
Southern University

Johnson Space Center, Texas 
Grainb ling College 
Jackson Sta te College 
Pan  American Univers ity 
Prair ie View A&M University 
Southern  Unive rsity  
Texas Southern  University 
Tuskegee Insti tu te  
Unive rsity  of A rkansas, Pine Bluff
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Kenn edy Space Center, Florida 
Bethune Cookinan College 
Flor ida A&M University 
Kentucky Sta te Unive rsity  
Southern Sta te College

Lang ley Research Center, Virginia 
Bennett College 
Hampton Insti tu te  
Norfolk Sta te College 
North  Carol ina A&T Sta te Unive rsity 
Shaw University 
Virginia Sta te College

Lewis Research  Center, Ohio 
Cen tral  Sta te University 
Chicago Sta te Unive rsity 
Jackson Sta te College 
Tennessee Sta te University

*Marshall Space Flight  Center, Alabama  
Alabama A&M U niversity 
Alcorn Sta te Unive rsity 
At lan ta Unive rsity
Benedic t College ’Dil lard  University
Fisk  University
Cram bling  College
Jackson Sta te College
Kentucky  Sta te University
Mississippi Valley Sta te College
Morehouse College
Oakwood College
Paine College
South Caro lina Sta te College 
Southern Unive rsity  
Southern  University , New Orleans 
Tall adega College 
Tuskegee Insti tut e 
Xav ier University  

Wallops Flight Center, Virginia  
D.C. Teachers College 
Hampton Insti tu te
Unive rsity  of Maryland, Easte rn Shore

NASA obliga tions  to minority schools for  the  first ten  months of Fisc al Year1974 were ,$1,597,000.

SU M M ER  IN S T IT U T E  IN  CO MPU TE R A PP LIC A TIO N S

The fifth Summer Insti tu te  in Computer Applications began on June  10, 1974.The  ten-week program is being conducted by Bowie Sta te College and NASA's Goddard Space Flight Center.  The insti tute involves 10 students , selected  jointly by Bowie State  College and Goddard from eleven participating schools (Fe der al tCity College, D.C. Teac hers  College, Howard Unive rsity , Bowie Sta te College,Coppin Sta te College, Morgan Sta te College, Cheyney Sta te College, Lincoln University, Delawa re Sta te College, University of Maryland—Easte rn Shore, and Washing ton Technical In st itu te ).
The stu den ts receive $100 pe r week, tuit ion  fees, and costs of t ran spo rta tion to •Goddard from the ir respective  schools and return . The computer course is provided by Goddard staff and  occupies the  first  three weeks of the  Insti tut e. The course covers concepts of computer util iza tion , Fo rtran  programming, and basic job control  language. Once this  tra ining  is completed, the  stu den ts are  assigned (in teams of  two) to a Goddard adviso r. Each  team is assigned  a specific problem which is real,  achievable of solution, and  of importance to NASA. The stud ents partic ipa te in seminars at Goddard and  vis it other computer cen ters  and government  agencies  in  the Washington area .
The Insti tu te  provides the studen ts an opportunity to accelerate academic experience, summer work experience and an opportunity to gain  fou r college
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cre dit  hours . Dr. Carl  Kirksey of Bowie Sta te College is the Pro gram Directo r 
and  Mr. Hans Bremer, Head  of God dard ’s Computer Management Section is the  
Chairm an of the Ad Hoc Committee for  the  Insti tut e.

Sex and ethnic breakout of the studen ts :

Black White Total

Female.................. 11 . . . 11Male_____________ 4 1 5

SU MME R FAC ULT Y FE LL OW SH IP  PROGRAM

Nine facu lty members f rom  minority  colleges and  universi ties  in Delaware , the  
Dis tric t of Columbia and  Maryland are  partic ipa ting at  the  Goddard Space 
Fli ght Center in the  fourth  summer r esearch program jo intly sponsored by NASA 
and Morgan Sta te College. T he ten-week program  which began on June  3, a llows 
the facu lty members to work on cu rre nt  researc h problems und er techn ical di
rection of the  Goddard staff. The objectives of the program are to fu rth er  the  

4 professional knowledge of faculty  members,  to make  use of the  rese arch and
educ ational opportu niti es at  Goddard , to stimu late an exchange of ideas between 
partic ipa nts  and NASA, and  to enrich and  refr esh  the  research and teaching  
act ivi ties  of the  par tic ipan ts’ institutio ns.

The researc h prospects range from  man agem ent stud ies to highly techn ical 
|  inv estig ati on s. All pro jects are of mutua l in ter es t to Goddard and  the  faculty

members. The Program  Director is Dr. Nathanie l Pro ctor of Morgan Sta te Col
lege. Mr. Jam es Mundy, Goddard Equal Opportunity  Officer is NASA Co-director  for the  program.

Pa rticip ati ng  faculty  members are  :
Ms. Valerie  Bush, Delawa re Sta te College
Dr. Clarence C arte r, D.C. Teachers College
Dr. Douglas Council, Bowie Sta te College
I )r. Herbe rt Fa rkas,  U niversity  of Marylan d—Easte rn Shore
Dr. Pa trick  McDermott, Coppin State  College
Air. Andres Nelson, J r.,  W ashington Technical In sti tu te
Dr. Sylvan P insky, Coppin Sta te College
Mr. Henry  W hita ker , J r.,  Morgan Sta te College
Mr. Donald Williamson, Morgan Sta te College.

SU MME R IN ST IT UT E IN  BIOM EDICAL  ENGIN EERIN G

Howard Univers ity has  been awa rded a $37,500 NASA gran t in suppor t of the 
thi rd Summer In st itu te  in Biomedical Engineering. The Insti tut e, a nine-week 
program which began June  3, is a joint effort of How ard Univers ity and  NASA’s 
Goddard Space Fli ght Center.

The Inst itu te  address es itself  to pres sing  medical problems in the  delivery of 
hea lth care. Pa rti cip an ts include medical doctors from How ard University’s 
Cente r for Hea lth Sciences, and from the  Chi ldren’s Hospita l of Washin gto n: 
technical adv isor s from Goddard Space Fl ight  Cente r; and eight biomedically 
orien ted engineer ing studen ts represent ing  seven diffe rent  Un ive rsi ties; Brown 
University. Case Western Rese rve Univers ity, Cornell Univ ersity, Howard Uni
vers ity, Rice Univ ersity, Tougaloo College, and University  of Pennsylvania.

Dr. Eugene M. DeLoatch, Associate Pro fessor  of Biomedical Engineering. 
I  School of Engineering, How ard Univ ersity, is the prog ram dire ctor, Student

partic ipa nts  ar e working  in te ams  of two.
Darw yn Pa rker  of Arlington, Virg inia,  a senior at  Brown Univers ity, works 

with Benico Barzil ai of Chicago. Ba rzi lai  is a May gra duate  of Case-Western 
Reserve Unive rsity . They concentrate on a problem in the  clinical dra inage of 

• mucous experienced by cystic  fibrosis  pat ien ts. Advis ing them is Dr. Lucas Kul-
czycki of Chi ldren’s Hospital . David R. Ricliell of Mary land, a senior a t Cornell 
Unive rsity, team s with  Jeffrey C. Mazique of Wash ington, D.C., a May graduate 
of Brown University. The pa ir worked  on dosim etry, as it  is related to canc er 
of the cervix. Their advisor s are  Dr. V. Ilen schke and Dr. D. Mahan.  D epa rtment  
of Radio therapy , College of  Medicine. How ard University.

A Howard Univers ity senior. Michelle D. Hoyte of Wash ington, D.C. and Matt 
Christiano of Fal l River. Massachuset ts, a senior at  Rice Univers ity, are try ing  
to develop a weigh t detec tion scheme for  crit ica ly ill neonates and inf ants who 
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COUNSELING AND DISCR IMINA TION COMPLAINT ADJUDICATION

NASA ha s a tot al of 81 cou nse lors : 52 males and 29 females. The percentage 
of female counselors  (35%) is higher  tha n the  female rep resentatio n in the 
work force. A race and  sex brea kou t of counselors fol low s:

Male Female
B la ck_________________________ 20
Caucasian ____________________  20
Spanish- surnamed _____________  7
Orienta l ______________________  5
American Ind ian _______________  0

Black _________________________ 10
Caucasian ____________________  15
Sp an ish -su rnam ed _____________  3
Orienta l ______________________  1
American India n_______________  0

During th e first six months o f CY 1974, there  were 163 pre-complaint  counse ling 
sessions NASA-wide. Table 1 shows a breakdown of these  complaints by C enters  
along with  the reason for the  complaint. Forty- thre e of the  complaints,  or 26% 
were resolved as a result of counsel ing sessions.

Twenty-seven complaints reached the form al complaint  stage dur ing  this  six 
month period. These are  broken down by Center and by reason in Table 2. Com
parat ive  sta tis tic s on CY 73 and CY 74 compla ints are  shown in Table 3.

TA BLE  1.—SUM MARY OF NA SA PR EC OM PL AINT  CO UN SELIN G A C T IV IT Y,  CA LE ND AR  YE AR  1974

Per

Insta llation

Complaint based on—

Total

Number 
of com
plaints 

resolved

centage 
of com
plaints  

resolved
Color
race Religion

National
AgeSex origin

AR C........................ ............. 10 . 5 2 . . . . 17 7 41
FR C ............ ................... .. 1 . 14 2 . . . . 17 2 12
GSF C............................... . . 2 . 5 . . . 7 . 0
HQs ...................................... 5 3 9 . . . 1 18 6 33
JS C ______ _____________ 13 1 26 2 1 43 17 40
K S C __________________ 3 . . . 1 4 0 0
L a R C . . . . . . . . . . . . . . . . . 5 . 29 . . . 25 0 0
Le RC . . . . . . . . . . . . . . . . 6 . 1 . . . 2 9 3 33
MS FC................................... 5 . 13 > 2 ^ 2 ^ 23 8 35
WS ____________________
NaP O........................................................................................................... ...........................................................................................

Total , NA SA ..................  47 4 96 8 ^  7 H  163 43 26

1 One complaint under 2 a llegatio ns (counted as %  v alue each allegation).

TA BL E 2.— NASA- WIDE SUMM ARY OF FORMAL CO MPL AINT S OF DIS CR IM IN AT ION FILE D JA N.  1-J UN E 30, 1974

Comp laint based on—

National
Installation Age Se x Religion Race/color origin  Total

A R C..
FR C._
GSF C.
HQs_ .
J S C . .
K S C ..
La RC .
Le RC .
MSFC.
W S.. .
NaPO.

1 ..........................

ZZZZ................ 2'ZZZZZZZZZZZZZZ.
2 4 2

’ */»..........................

«'7j.......... >'i ZZZZZZZZZZZZZZ

2 ........................... 3
l ........................... i

..................................... 2
4 ........................... i 2

s l ‘/2 1 ' 3

1 ........................... 1

! 3 ’ 'll 5

Total ....................... » 2*/j > 8>/a 2 » 12'/j » l' / i 77

1 Does not include  1 third-pa rty allegation.
J 5 complain t filed under 2 allegations (counted as >/2 value  each allegation).
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TA BL E 3.— CO MPA RA TIV E ST A T IS T IC S  ON DISCR IM IN AT IO N CO MPL AINT S

Number of active complaints

Acceptance stag e............
Under inves tigation........
Adjustm ent .....................
Hearing stage ,..............
Awaiting  deci sion_____

Number of clo sed-out compla ints

C a u se .. ....................................
No ca use....................................
Withdrawals..............................
Rejection ...................................
Distri ct court without decision

Numbe r of complain ts filed ............

Dec. 31, 
1973

Jun e 30, 
1974

20 35

2 11
6 9
3 7
7 6
2 2

CY  1973 YTD 1974

18 12

2 0
3 5
6 6
7 0
0 1

35 27

Biography of Dr. Dudley G. McConnell, Assistant Administrator 
for Equal Opportunity Programs

Dr. McConnell was born in New York City where  he received his public school 
educ ation  and  a B.S. degree in Mechanical Engineering from the City  College 
of New York. He partic ipa ted  in the Army ROTC, served  a t the Aberdeen Pro v
ing Ground and left the  serv ice as  a Captain.

Dr. McConnell joined NASA in October 1957 as an Aeronaut ical Research  Engi
neer  at. the  Lewis Research Center , Cleveland, Ohio, where he specia lized in 
aerodynamics  and  thermodynamics. While  the re he earned a Master  of Science 
degree in 1959 from Case Western Univers ity and a Doctor of Philosophy degree  
from that  University in 1964.

During his 12 years at  the NASA Lewis Researc h Center,  Dr. McConnell was 
activ e in a number of human rights  activities. lie was a member of the  Cleve
land  Congress of Racia l Equ ality ; p arti cipated in p rograms of F ai r Housing, Inc. 
to effect integra ted  housing in the Cleveland a re a ; was a counse llor to the  Senior 
Teen Group of the Emman ual Episcopal C hurch  in the  Hough are a of Cleveland ; 
served as a teach er-counsellor to Jun ior  High Sunday School g roups;  served  as 
Director of Publ icity  and  la ter Pre sident  of the Heights Citizens for Human 
Rights organiza tio n; wrote, produced and directed  a thea trica l montage de
picting the  struggle  of Blacks for independence around the wor ld ; partic ipa ted  
in the form ation of a caucus of Black employees at  the Lewis Ce nte r: and in 
1968 developed and  ini tia ted  the  Cleveland '‘Buy-Black Campaign” in 1968 which 
published the  firs t lis ting of Cleveland Black  tradesmen, businessmen and 
reta ilers.

In 1969, Dr. McConnell received the  Outstan ding Young Man Award  from the 
Junior  Chamber of Commerce, Cleveland.  Ohio, and in that  same year received 
on beha lf of the  Heights Citizens for Hum an Rights Organization the  Isai ah 
Award of the American Jewish Committee for  its  achievements in fostering 
und ers tanding and respe ct among races and  religions.

In September 1969, Dr. McConnell was assigned to NASA He adqua rters as 
Assistant. Executiv e Sec reta ry in the Office of the Adm inis trator. In that  position 
he partic ipa ted  in several agency-wide policy studies. On Ju ly  21, 1971. he was 
appointed  to t he position of D irec tor of NASA's  Scientific and Technical Inform a
tion  Office, respons ible for  the overall man agem ent and adm inistration of this 
ma jor  He adqua rters program.

Dr. McConnell was appo inted  to the  position of Assistant  Adminis tra tor  for  
Equ al Opportunity  Programs on April 16. 1973. Reporting dire ctly  to the  Ad
minis tra tor , he is responsible for  NASA's intern al Equ al Opp ortunity  Program  
as well as  th e Contra ctor Compliance Prog ram.



Biography of I) r. Harriett G. Wood J en kin s, Deputy  A ssistant 
Administrator  for Equal Opportunity Programs

Dr. H arr ie tt . Je nk in s rece ived  her  B.A. de gree  in m at hem at ic s from  Fis k 
U ni ve rs ity , Nas hv ill e,  Te nn essee,  her M.A. de gr ee  in ed uc at io n from  th e Uni 
ver si ty  of C al if or nia , Berke ley,  an d be ga n her  care er as  an  el em en ta ry  school 
te ac her  in Berke ley.  Sh e w as  el ev at ed  to  an  el em en ta ry  sch ool Vic e P ri nci pal  
an d la te r be came a Princ ip al . D uring th is  tim e sh e se rv ed  on a co mm un ity  
co mm itt ee  th a t pl an ne d th e su cc es sful  des eg re ga tion  of  Ber ke ley sch ools.

W or ki ng  h e r way  up  in  th e  Berke ley sch ool  sy ste m, sh e se rv ed  as D irec to r 
of  E le m en ta ry  E du ca tion  from  1964-1971. Bes ides  su pe rv is in g th e E arl y  Chi ld 
hoo d E duca tion  P ro gra m  an d th e im pl em en ta tion  of  al l in st ru c ti onal pr og ra m s 
a t th e e le m en ta ry  level. Dr . Je nkin s was  p a rt  of  th e Super in te ndent’s cen tr al 
ca bi ne t st aff  which  im plem en ted Ber ke le y’s de se gr eg at io n of  it s  ju n io r high  
an d ele m en ta ry  sch ools.  Berke ley was  th e fi rs t ci ty  in th e na tion  w ith a si ze ab le 
m in ori ty  po pu la tion  to  des eg re ga te  it s el em en ta ry  schools  w ith tw o- way  busin g.

D uring  th e su m m er  of  1971 Dr . Je nkin s w as  p a rt  of  a U ni ve rs ity  of  C al if orn ia  
te am  of  i n s tr uc to rs  ca lle d th e U rb an  T as k Fo rce,  which  pre par ed  st udent te ac her  
in te rn s to  te ac h in ur ban  sch ool sy stem s.  In  1971 sh e w as  ap po in te d A ss is ta nt 
Sup er in te nden t fo r In st ru ct io n, in  wh ich  ca pac ity  sh e su pe rv ised  an d ev al uate d 
al l pri nc ip al s in  th e d is tr ic t an d ad m in is te re d  22 a lt e rn ati ve  mo des of  ed uc at io n 
fo r ap pro xim at el y  4000 s tu den ts .

In  1973 Dr. Je nkin s rece ived  a  Doc to r of E du ca tion  de gree  from  th e  U niv er si ty  
of  C al if orn ia  a t  Berke ley in E duca tional  A dm in is tr at io n. Am ong  o th er ac tivit ie s.  
Dr . Je nkin s se rv ed  as C o- tr ai ne r a t th e  N at io nal  T ra in in g  and Dev elo pm en t 
Sem in ar s fo r s ta te  an d loc al go ve rn m en t em ployees, an d as a fo ru m  mem be r of 
th e 1970 P re s id en t’s W hi te  Hou se  Con fe renc e on Chi ld re n.  B ef or e comi ng  to 
NA SA sh e w as  a C on su ltan t to  th e Respo ns e to  E duca tional  Nee ds  P ro je ct  of 
th e D is tr ic t of C olum bia Pu bl ic  Schoo ls, A na co st ia  Di vis ion .

THE  NASA EQUAL OPPORTUNITY COUNCIL

The  NAS A Equ al  O pp ortun ity  Co un cil  met fo r th e  second  tim e on .Turn* 3, 
1974. I t w as  ag re ed  th a t th e ro le  of th e  Co uncil  w as  to : id en ti fy  pos it iv e ac tion s 
th a t shou ld  he  ta k en : to  revi ew  th e pr og re ss  of NA SA 's EO  pro gra m ; to  im ple
m en t pr og ra m s w ith in  th e ir  a u th o ri ty : to  in fo rm  Cen te r lin e m anag em en t:  an d 
to  ad vi se  th e  D ep ut y A dm in is tr a to r and  th e .A dm in is tr at or  on ag en cy -w ide 
pr og ra m s.

The  Co un cil  is  co ns id er in g mea ns  fo r NA SA  to  en co ur ag e st udents  to  en te r th e 
en gi ne er in g field .

The  nex t m ee ting  of  th e Co uncil  wi ll ce nt er on th e de ve lopm en t of  Af fir ma tiv e 
Ac tion P la ns fo r FY  70. T he  m ee tin g wil l he he ld  in  t he F al l.

NATIONAL ACADEMY OF PUBLIC ADMINISTRATION PANEL

The  N at io na l Ac adem y of  Pub lic A dm in is tr at io n  (N APA ) has  bee n co nt ra ct ed  
to  co nd uc t a st ud y of  eq ua l opport unity  in NAS A. Th e pu rp os es  of  th e  st ud y 
a re  t o se rv e as  a  so ur ce  o f a dv ic e an d co unsel to NASA in co ns id er in g fu tu re  g oa ls 
fo r th e eq ua l opport un ity  p ro gra m ; seek  ou t way s in which  th e ag en cy  can  
st re ng th en  th e  pro gra m ; an d to  id en ti fy  th os e eq ua l opport unity  ap pr oa ch es  
ad op te d by o th er org an iz at io ns  wh ich  m ig ht  he ap pl ic ab le  to  NA SA ’s needs. A 
li st  of  th e  pa ne l mem be rshi p is  at ta ch ed . Co mp let ion of  th e st udy is ta rg et ed  
fo r th e earl y  p a rt  of  1975 whe n th e ag en cy  wi ll be co ns id er in g go al s fo r the 
comi ng  fiscal ye ar . Dr. E ra sm us II . K loman . Se nior  R es ea rc h Assoc ia te  of  the 
Acade my staf f, is  the  P ro je ct  D irec to r.

Th e fi rs t m ee ting  was  he ld  on Ju ne  7. 1974. Bac kg ro un d m ate ri a l w as  c ir 
cu la te d an d th e pa ne l w as  bri ef ed  by  se ni or  off icia ls of  NASA re gar din g the 
cu rr en t c ri ti cal a re as of  eq ua l opport unity  and pr og ra m s und er  w ay  in NAS A. 
The  pa ne l w ill  mee t se ve ra l tim es  an d will  al so  ta ke p a rt  in a num be r of  field 
ce nte r vi si ts .
M cm berft

Pro fe ss or .Tames A. B ay to n,  Pan el  C ha irm an .
D ep art m ent of  Ps yc ho logy .
H ow ar d U ni ve rs ity
Dr. H er m an  R . Bra ns on . Pre si den t,
Linco ln  U ni ve rs ity



Ms. Aileen C. Hernandez,
Minority, Womens and Womens Rights Task Force Coordinator,
National Organization for Women 
Mr. Ronald B. Lee, Director,
Marketing Analysis,
Xerox Corporation
Mr. William A. Medina, Chief,
Executive Development and Training Branch,
Office of Management and Budget 
Ms. Caroline E. Robinson,
American Youth Action Organizations. Inc.
Dr. Andrew Schultz, Jr.,
School of Engineering,
Cornell University
Ms. Anninarie H. Walsh, Senior Staff,
Ins titu te of Public Administration

HEAD QU ARTERS EEO ADV ISORY GROUP

Since its establishment in March the elected Headquarters EEO Advisory 
Group which consists of twelve members representing minority and female as well 
as white male employees, has l>een meeting bi-monthly. The group is busy edu
cating itself on personnel and discrimination complaint procedures and meeting 
the cognizant EEO and Personnel Officers.

During its first quar ter of existence, the group has recommended tha t the 
Headquarters EEO Office be reorganized to rei>ort to the Associate Administra tor 
of Center Operations where it would have more direct access to top management. 
This change was made. The group recommended tha t new EEO counselors lie ap
pointed and tha t the number of counselors be increased. Both these changes were recently made.

On June  21 the group met with Dr. Fletcher and Dr. Low to discuss EEO is
sues. The meeting went  very well. All items on the  agenda were ei ther closed or 
were assigned to an office for action.

The group has also met with Col. Lawrence W. Vogel, Director of Headquar
ters Administration and Dr. Dudley McConnell, Assistant  Administrator for 
Equal Opportunity Programs, to offer advice on Headquarters’ related  EEO is
sues.

National Aeronautics and Space Administra tion

REPORT ON N A SA 'S  EQ UA L EM PL OY ME NT  OP PO RT UN ITY PROGRAM---- OCTOBER 1 9 7 4

INT RODUCTION  AN D SU M M ARY

Following is the October 1974 Report on NASA’s Equal Employment Oppor
tunity. We are reporting  on the follow-up to the Technology Tran sfer Seminar 
held in June 1974; establishment of Minority Business councils at  each Center 
and thei r function; Summer Program s; the Federal Women’s P rogram; a report 
on Counseling and Discrimination Complaint Adjudication and status of our 
permanent workforce.

Although NASA has declined in total strength we have through intensified re
cruiting efforts exceeded our goals for placing 80 professional minorities, 80 pro
fessional women and 136 non-professional minorities, Minorities are now 6.3% of 
the permanent workforce, which exceeds our goal of 6.1% by .2%.

The Appendices include three  ADP runs. Two of the runs give detailed break
downs of minority accessions, separations, promotions, downgrades, and quality 
increases for the third calendar  qua rter  and for the period January 1, 1974 
through September 30, 1974. The third run gives a breakdown of NASA’s minority 
strength distr ibution as of September 30,1974.

TEC HNOLOG Y TR AN SF ER

NASA's pilot technology tran sfer  seminar program has been judged highly 
successful and  a decision has been made to conduct six follow-on regional semi
nars during the current fiscal year. The pilot program has developed the po
tentia l for a much broader and more significant program than anticipated. The 
seminars have become the entry point to a viable business process based pri 
marily in the private  sector, with support and coordination from NASA and 
the Office of Minority Business Enterprise.
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Te nt at iv e plan s cal l for the fir st seminar  in the new serie s to be held in Los 
Angeles  arou nd  the fir st of the  yea r. Other semi na r sit es  un de r cons ide ratio n are 
Bos ton,  MA, New Orlean s, LA, Atla nta,  GA, a nd  C hicago, IL.

MINORITY BU SINE SS COUNCILS

Dur ing th e pa st  th ree years , the am ou nt of ac tiv ity  in the  mi no rit y bus ine ss 
en te rp rise  pro gra m with in  tlie  Fe de ra l es tab lis hm en t an d NASA has grown 
su bs tant ia lly . As a means  of co ordin ati ng  the se ac tiv iti es  and pro vid ing  more  
effect ive  as sis tanc e to mino rity bus inessm en.  Dr. George M. Low, Deputy Ad
m in is trator , by his  le tter  da ted Ju ly  18, 1974, es tab lis hed a Mi nority  Bus ines s 
Ent er pr ise Prog ram Council at  each  NAS A Ce nte r un de r the  Ch air man sh ip  of 
th e Ce nte r's  Deputy Di rec tor . Tlie  purpose of the Councils is to  as su re  execut ion  
of an  effective minority bus ine ss en te rp rise  pro gram.  The func tio n and ac tiv i
tie s of NASA’s Minor ity Bu sin ess  Ent er pr ise Program  Council ar e defined as 
fo llow s:
Purpose

A Mino rity  Bu sin ess  Ent er pr ise Prog ram Council is to be es tab lis hed a t each  
NASA Ce nte r and the  Hea dq ua rte rs , to pro vid e an advis ory -plan nin g ac tiv ity  
to  ensu re a ful ly effective Minor ity  Busin ess  En te rp rise  Pro gram , in com pli
an ce  with  Ex ecuti ve  Order 11625.
Composi tion

The Mino rity  Busin ess  En te rp rise  Pr og ram Council shall  be officia lly es tab
lish ed by th e Ce nte r Dir ect or.  The Counci l me mbership  is to inc lude the  Dep
uty Ce nte r Di rec tor  as  Ch air ma n, th e Di recto rs of each pr inc ipal Dire ctorate 
an d Prog ram Office, the  Proc urem en t Officer, the  Chief  Counsel, the  Eq ual Op
po rtu ni ty  Officer, the  Public  Af fai rs Officer, the Small Bu sin ess  Specialist, the  
Mino rity Bu sin ess  Specialis t, when so desig nat ed,  and such  othe r officials as  
th e Ce nte r Dire cto r may ass ign . Th is la tt e r category  of memb ership  may  inc lude 
those officials ski lled in education  and trai ni ng  ma tte rs.  Ad dit ion ally, an  Ex ecu
tiv e Se cretary wil l be desig na ted  and ap pr op riat e ad m in is trat iv e su pp or t pro
vided . The Council will meet on cal l of the Ce nte r Dire cto r, or  it s Ch airma n, 
and a t leas t once each qu ar te r.

F u nctio n s

The  Council wil l provide a ce nt ra l plan nin g and rev iew ing  au th or ity to as 
si st  the  Ce nte r Dire cto r in acc omplis hing a ful ly effective Mino rity  Business  
Ent er pr ise Pro gram . The Council will pa rt ic ip at e in the dev elopment  of rel ate d 
Ce nte r polic y, es tab lish me aning ful  pro gra m object ives and ensu re th at proper 
em ph as is an d supp or t is pro vid ed by all  eleme nts  of th e in stal la tio n,  on a con
tin uing  bas is. To th is end,  the Council  wil l concern  its el f with  the  full ran ge 
of pro gram  ac tiv iti es  to inc lude pro curem ent, tec hn ica l an d manag em ent  as 
sis tan ce , on- site  mino rity bus ine ss conc essio ns, education  an d tra in ing,  minor 
ity  business  com munity  re lat ion s, an d ex te rn al  program  coo rdination. Specifi
ca lly , the  Council will be cha rge d by the Ce nte r Dire cto r wi th th e res ponsi bil ity  
of  develop ing,  annuall y, a com prehen sive Minority  Bu sin ess  Ent er pr ise Pr o
gra m Plan , maintaining  its  cu rre nc y an d ev alua tin g pro gre ss towards  its  ob
jec tiv es  on a qu ar te rly  bas is.

A ctiv it ie s

The Mino rity Busin ess  En te rp rise  Prog ram Pl an  will pro vid e fo r the  Cente rs 
inv olvement  in each face t of the program , wi th requ isi te  spec ifici ty. Es senti all y, 
th e pla n an d it s ass oc iat ed  e fforts wil l inc lud e the  f ol lowing:

MINO RIT Y BU SINE SS  PROCUREMENT PLAN

A de tai led  pro curem ent pla n to iden tif y and deve lop specif ic pro curem ent op
po rtun iti es  fo r mino rity firms. Th is wil l involve NASA pri me  contracti ng , sub 
contracti ng , and tho se procurem en ts to be made un de r au th or ity of Sect ion 
8(a ) of th e Small Busin ess  Act. The plan  wil l fu rt her iden tif y any  pa rt ic ul ar  
eff ort s or ar rang em en ts wh ich  may  be ma de to st im ul at e and fa ci li ta te  minor ity  
busin ess  pa rti cipa tio n in dir ec t NASA pro curem ent op po rtu ni tie s and thr ough  
the  va rio us  subc on tra cti ng  levels. P ar ti cu la r em phasi s will  be placed  upon the  
Sect ion 8 (a ) program, as  the mos t fea sib le means  fo r ensu rin g minority par 
tic ipat ion in NASA’s pro curem ent op po rtu nit ies . Simi lar  em phasi s wi ll be di-
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recte d tow ard  ensurin g that  all NASA prime con trac tors  and major subcon
tra cto rs are active partic ipants  in NASA’s Minority Business Enterpri se Sub
con tractin g Program. Impleme ntation of the  procurement plan  will be closely 
monitored by the Council to ensure conformance with  program objectives anil 
esta blished  goals.

TECHNICAL AND MANAGEMENT ASSISTA NCE

The Council will address  itse lf to Center policy and its  abi lity  to provide 
pa rti cu lar ass istance  to mino rity firms in both the pre-con tract  and con trac t 
situ atio n. This  ass ista nce  may be provided by or coord inated with  othe r Agen
cies, or may be provided solely by NASA. The Council will keep itse lf advised 
of the various mino rity business enterpri se ass istance  p rograms  which are  avail 
able, to ensu re their effective uti liza tion  through NASA, for  and by its  minority 
con trac tors .

MINORITY BU SIN ES S CONCESSIONS

This  aspect of the  program concerns  the  location and development of on-site  
business concessions for  Minority ent repreneurs. The Council will develop and 
monitor the  Cen ter’s plan for implemen tation of the Minority Concessions Pro 
gram in conformance with  published guidance and objectives. This  act ivi ty will 
necessitate close coordination with  the regional offices of other Government 
Agencies, including the  Small Business Adm inis trat ion and the Office of Minor
ity Business Enterp rise , Departm ent of Commerce. Addi tional  ins truc tion s will 
be issued by NASA Headquarters  as the Concessions program is developed.

EDUCATION AND TRAINING

The Council will provide for a program to ensu re the education  and tra ini ng  
of NASA personnel in all aspec ts of the Minority Business En terpri se Program.  
It s principa l purpose is to create  an awaren ess  and sensitivity  to the req uire
ments of the  m inor ity business p rogram. In a broader sense, the  Council will also  
consider the  Center’s potentia l for involvement in more formal education  and  
tra ini ng  opportu nities for  mino rity businessmen and studen ts in business re
late d education  programs. This  may include direct  or indi rect  involvement with  
educationa l ins titu tions,  government agencies or government cont racto rs.

MINORITY BU SIN ESS COM MUNITY RELATIONS

The Council will ensure  th at  care ful cons ideration  is given to the  development 
and maintenance of viable, harmonious relatio ns with the minority business 
community. This  aspect of the  Council’s act ivi ties  will ensu re that  effective pro 
cedures are  followed in interfa cing with minority  business rep resentativ es to 
enhance their potentia l for par tici pat ion  in NASA’s work. The Minority Business  
Enterpri se Program  Plan, and rela ted  Center direc tives, will be specific as to 
individual and organiz ational responsibil ities,  as well as the  procedural aspec ts 
of the situatio n. Careful  cons ideration  shal l be given to the qualif icatio ns and 
at tit ud es  of individ uals involved.

EXTERNAL PROGRAM COORDINATION

The Council will give full cons ideration  to the  need for developing effective 
coord ination with local and regional agencies support ing the  object ives of the  
minor ity business program. This  will include the  Cen ter’s act ive par tici pat ion  on 
the  Minori ty Business Opportuni ty Committee (MBOC) of the Fed era l Execu
tive  Board, where available.
Min orit y business enterprise program plan

The Council will subm it its  Pla n to the  Center Director  for approva l before 
July 31 each fiscal year.  The plan will supp ort agency-wide program objectives 
and will be adjusted to accommodate specific program goals as may be addi
tiona lly allocated by the  NASA Headq uar ters . Copies of approved plans will be 
forwarded  to the Deputy Adm inis trator, the  Associa te A dminist rato r, the  Associ
ate  Adminis trat or for Center Operat ions, the  Assistant  Admin istrator for Equal 
Opportunity  Programs, and  to  the Assist ant  A dministra tor  for Procurement, who 
has  overall responsibility for NASA’s Minority Business En terpri se Program.
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Reports
The Council will keep the Center Director continuously informed of it s pr inci

pal activities. Additionally, the  Council will submit to him, a summary progress 
report within the month following each six month period of the fiscal year. Copies 
of each semi-annual report will be provided the Headquarters in the same man
ner as  the program plan.

GOALS AND TIMETABLES FOR CALENDAR YEAR 19 74

In the third quar ter of CY 1974 we accelerated our progress as a result of 
continued emphasis on the  equal opportunity placement activities and the g raduation of outstanding classes of college and high school students  a t the end of the 
normal school year. These efforts resulted in our exceeding the professional 
minority goal by 74%, the professional female goal by 135% and the non-profes
sional minority goal by 19%. The hiring component of these placement efforts 
and the attr itio n experienced during this  period has resulted in a total agency 
minority population of 6.3%. This exceeded the year end minority population goal of 6.1% by .2% or an increase of 33% over projected increase of .6% for the 
calendar year.

l’rogress through September is shown below :

Min ority professional..................................................................................................
Female professional ................................................................................................. ..
Min ority nonprofessional.................... ............ . ........................................................

Actual
Sep tem ber

30 ,19 74

End of 
calend ar 

yea r goal

Fiscal year  
1973 

performance

139 80 28
188 80 40
162 136 143

The following chart breaks out the full-time permanent civil service workforce 
by minorities and females in absolute numbers and percentages:

Dec. 31 ,197 3 Sept.  30, 1974

Numb er Percent Numb er Percent

PROFESSIONAL

Total  agency__________________________________________ 15 ,535  10 0.0 15 ,419  10 0.0

Min oritie s.................................................................................. 584 3 .8  697 4 .5
Female__________________________________________  842 5 .4  918  6 .0

NONPROFESSIONAL
Total agency__________________________________________ 10 ,147  10 0.0 9,5 79 100.0

Minorities............. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  842 8 .1  881 9 .2
Female__________________________________________  3,47 5 34.2  3,394 35.4

TOTAL
Total agency__________________________________________ 25 ,6 82  10 0.0 24 ,998  100.0

Minorities__________       1,40 8 5 .5  1,57 8 6 .3
Female....................................................................................... 4,31 7 16. 8 4,312 17 .2
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SU M M ER  FA CU LT Y PROGRAMS
Johnson Space Center

Johnson Space Center conducted a Summer Faculty  Program  in management and adm inistration to include thr ee  minority colleges. Inform atio n about the individuals  selected to partic ipa te and  their summer assignments  follows: Hen ry U. Cyrus, Jr. , Instr uc tor of Economics, Pr ai rie  View A&M University, Depar tmen t of  Economics & Geography.
Assigned to the  Operations  Analysis Office, Space Shu ttle  Resources Management Office. The summer project was a review of the economic str uc ture  of the  aerospace ind ust ry with  emphasis on fac tors which could affec t the  Shu ttle  Program.  Clinnon Harvey, Instruc tor  of Mathematics, Pr ai rie  View A&M Universi ty, Depar tment of M athematics.
Assigned to the  Mission Plan ning  and Analysis Division to v erify and  e valuate the  quo tations  used in tin* Mission Design and Analys is Subsys tem (MDAS), Vincent II. .Tones, Associate Prof esso r of Accounting, Southern Univ ersity, College of  Business.
Assigned to the  Shutt le Spacec raft  Contra ct Adm inis trat ion Section, Shu ttle  Spacecraft  Proc uremen t Branch. The assignment was to study the  impact of escala tion/inflation on the  Space Shutt le Orb iter  Project.  Cha rles  R. Strong,  Ph.I)., CPA, Associate Professo r of Business, Pau  American University , School of Business.
Assigned to the  Cost and  Pro per ty Accounting Branch  within  the  Fin anc ial Management Division  to study  the  report ing  of Government owned fixed assets held by NASA contrac tors . The primary object ive was to develop the  means to int egr ate  t his  repo rting into the new interac tive accounting  system at  JSC. James M. Wilson, Pli.D., Associate Prof esso r of Management, Pan American  U niversity, School of  Business  Adm inist ration.
Assigned to the Management  Analy sis Office where two separat e pro ject s were performed. The first  involved the stud y and measurement of produc tivi ty of NASA personnel at  JSC. The other pro ject  was a n examination  and eva lua tion  of  the  Management Development Program  conducted at  JSC by the  Univers ity of Houston .
The purpose of the  program was to establish cont inuing ins tituti onal re lationships between each of the universities and the  Johnson Space Center . The program contemp lated  working with  minority universi ties  in term s of areas of mutual inte res t. The  comments of the  supe rvisors and  the summer fac ulty appointees were enthu siastic  and positive . The orga niza tions expressed  the  opinion that  they benefited directly  from the act ivit ies of the  appoin tees; and the appointees fel t thei r experiences to be very valuable  to them personally and  to the ir home schools and  their  stud ents. The ini tia l effort with  thi s program has dem ons trated tha t it can be an effective means of provid ing the  u nivers ities with a first han d knowledge of the Johnson Space C enter work exper ience; of carryin g out var ious project s requ iring a high level of exp ert ise ; and also of exposing Johnson Space Cen ter management personnel to the ideas and challenges from the university  environment pertin ent  to managem ent tools and  techniques.Johnson Space Cen ter plans to develop cont inuing and on-going rela tion ships with app rop ria te dep artments  in the  univ ersi ties.  These dep artments  typic ally would include business, public adm inistration, ind ust ria l engineering,  law and rela ted  areas.

Kennedy Space Center
The following persons par tici pated in Summer Faculty  Programs at  this Center during CY 1974:
Dr. Wa rren  Morgan, Vice P res ident for  Studen t Affairs, Flo rida A&M Univ ersity. Dr. Morgan developed a concept paper for use in planning seminars for  Univers ity Officials a t KSC. He also ass isted in the  development of new and  improved methods for reaching the  minority  g raduate.
Dr. J. Gregory  Marl ins, Profess or of Biological  Science, Bethune-Cookman College. Dr. Marl ins ass isted in the  Publ ic Affair s Office of Education in the design ing of teache rs educa tion ma ter ials in biology as relate d to Space Explorat ion.
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Dr. George Zobrist, Prof esso r of Electri cal Engineering , Univers ity of South 
Flor ida. Dr. Zobri st worked as an Electronics Engineer in the  Directo rate o f De
sign Engineering. He assi sted  in the  development of sof twa re systems.

Mar inus  La Tour, P rofessor, College of Engineering a t the University  of Florida . 
Profess or LaT our  worked as an Elect ronics Engineer for the  Directora te of Un
manned Launch Operations  a t thi s Center.

Donald Colby, D irector Student Careers  and Employment, and  Co-op Program 
Coordinator, University of South Florida . Mr. Colby worked as a Personnel 
Stalling Spec ialist, assi sting the  Personnel Office in its  College Recruitm ent 
Program.

Ms. Flori s Johnson,  Teacher,  T itusville High School. Ms. Johnson  was  employed 
as an Employee Development Specia list. She was assigned to special  projects 
in the Personnel Management Office.

Ms. Beecher Whisenant , Teacher, Rockledge High School. Ms. W hisenant was 
employed as an Employee Development Specialist  and iierformed the duties of 
counselor f or all stud ent summer h ires at  th is Center.

Stanley Kahl , Teacher, Meritt Island High School. Mr. Kah l was employed as an Employee Development Speciali st. He prepared and set up tra ining  programs 
for  summer hires.

SUM MER  EMPLOYMENT PROGRAM

During the  summer millions  of American Youth enter the  labo r mark et. Many 
of these  young people are  economically disadvantag ed and  need employment to provide liv ing es sent ials and  an opportu nity  to continue th eir  education  in the fall. 
All of them a re seeking a meaningful work experience. NASA par tic ipa tes  actively 
in the Fed era l Summer Employment fo r Youth.

There are esse ntia lly fou r components to NASA’s Summer pro gra m:  Needy 
You th; College Students  with CSC Summer Exam Ra tin gs ; Fed era l Summer 
In te rn s;  Gra duate  Stud ents  and Fac ulty Members. In the Summer of 1974 
there were  h ired : 833 Needy Youth of whom (538 (7(5.6%) were minorities and 558 
(67.0%) were f emale; 345 from the Summer Exam Registe rs of whom 25 (07.2%) 
were minorit ies and 192 (55.7%) were fem ale; 51 Fed era l Summer Intern s of 
whom 24 (47.1%) were minorities and 25 (49.0%) females ; 214 Graduates and 
Fac ulty of  whom 60 (28.0%) were minorities and 56 (26.1%) females. Of the 1443 
total summ er h ires, 51.7% were  minor ities  and 57.6% were females.

A special  effort was made in the are a of professional summer hire s (In terns,  
Gradua tes,  Facul ty)  to increase  the  percentage  of minorities and  females. Co
ord ina tors contacted local colleges and univ ersi ties  solic iting  applicat ions  of 
Gra dua tes and Faculty  members and encouraging par tic ipa tion in the Federal  
Summer In ter n Program. The success of this effort is reflected  in these s tat ist ics  : 
and 30.6% were female.

COUNSELING AND DISCRIMIN ATION COMPLAINT ADJUDICATION

NASA has a tot al of 80 Cou nselors : 51 males and 29 females. The profile of the counselor staf f shows a high er representa tion  of females, Blacks , Spanish-Speak
ing and Ori ental than corre sponding representa tion  in the  t ota l workforce of the agency.

EEO COUNSELOR STA FF PROFILE

Ethnic  group Male Female

Black.................................................................................................................................................................
Caucasian........................................................................................................................................................
Spanish speakin g....................................................................................................................................... .
Orie ntal .............................................................................................................. ..................... ........................
American In dia n...........................................................................................................................................

20
20

6
4
1

12
13
3
1
0

During the  thi rd qu ar ter  of CY 1974, the re were 65 pre-complain t counseling 
sessions throughout  NASA. The Agency effected corrective  ac tion in 12% of these 
cases: 20% developed into form al complaints,  and 68% were not pursued fur the r.

The following  tables  show com para tive sta tis tic s for the  yea r and the pre
complaint and forma l complaint  act ivi ty by Center.
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COMP AR ATIVE  S T A T IS T IC S  ON DI SC RI MIN AT IO N CO MPL AINT S

Status  as of—

Dec. 31, June  30, Sept. 30 ,
1973 1974 1974

Number of active  compla ints . . ____ _____________ ................ . .............  20 35 37

Acceptance stage............. . ................. . ........... ......... ............ .................  2 11 7
Investiga tive stage......  ........ ...........  ............ — ................ .............. 6 9 14
Adj us tm ent ______ ____________ ____________ ..............................  3 7 11
Hearing  s tag e________________________________ ..............................  7 6 5
Awaiting  deci sion ........................ ............................... ..............................  2

Calendar year

2 0

1973 YT D 1974 3d quarter

Number of c losed- out com plain ts........................... .........................................  18 22 10

Cau se............................................................................ ..............................  2 1 1
No ca use ___________________________________ ...............................  3 9 4
Withdrawals/adjustment______________________ ..................... .......... 6 10 4
Reject ions..................... ...................................................... .......................  7 1 1

0Distr ict court without deci sion ................................ ........ . ................... .. 0 1

Number of compla ints filed ................... ........................... .............................. 35 40 1 3

FEDE RA L W O M E N 'S  PROGRA M

During Jun e and July, NASA’s Agency-wide Federal  Women's Prog ram Co
ord ina tor  visited eight Cente rs including Hea dquarte rs, and met with the 
FWP C’s and  women’s advisory groups to provide broad  guide lines  of program 
development and implementation. Plans are  under way to visi t the  remaining 
Centers.

In July, NASA Headquarters ’ Women’s Advisory Group sponsored  two 
ac tiv iti es :

1. Film—The Emerg ing Woman and
2. A reception to welcome all new employees. Dr. Fle tcher was the  speaker .
In August,  NASA Head quarters ’ Women sponsored a program to commemorate

the 54th ann iver sary  of the date women obtained the right to vote (Augus t 26).
The month of September has been a month of accelera ted program preparatio n 

for NASA’s first  Federal  Women’s Program Week. Opening ceremonies will be 
at  1 1:30 a.m. on November 4, 1974. Ms. Caroline Bird, au tho r of five books, w riter 
of 200 art icles and well-known lectu rer, will be the speaker. On November 8, 
Honorable C. Delores Tucker, Secreta ry of Sta te of the Commonwealth of Penn
sylvania , will close the weeks activ ities . All program week act ivi ties  wil l be video
taped . The video-tapings will be sha red  with  the Center Federal  Women’s 
Program Coord inators.

Many of our Center  FWPC’s have been extrem ely helpfu l in the ir respective 
Centers by providing monthly  forums for women as well as par tic ipa ting in 
community affa irs and women’s o rgan izations.

f )
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